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ABSTRACT 
Much attention has been paid to the current state of graduate business education, specifically the 
MBA degree, and the seeming disconnect between industry needs and what business schools are 
preparing MBA graduates for. A comprehensive study on the state of MBA education was 
completed in 2010 by Datar, Garvin, and Cullen (2010), the goal of which was to document the 
forces reshaping business education and the institutional responses to them, as well as provide 
suggestions on a path forward for MBA education. This research picked up where Datar et al. 
(2010) left off: the purpose of this study was to identify criteria for a new model MBA. The 
Datar et al. (2010) study defined the unmet needs, but what remained undefined were the (a) 
skills; (b) capabilities; and (c) techniques that are central to the practice of 21st century 
management, and the (d) values; (e) attitudes; and (f) beliefs that should be part of a 21st century 
leader’s world-view and professional identity. This study used a qualitative approach to add 
meaning to the variables defined above; specifically interviews with 14 participants were used to 
gather perceptions of 21st century leadership and management from MBA stakeholders as part of 
an in-depth and detailed inquiry. This study also reviewed five Southern California business 
schools in order to identify best-practices curricula. Based on the data gathered in this study a 
new model MBA was posited. A discussion of the findings and the implications for MBA 
education was included in Chapter 5.
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Chapter 1: Introduction 
 
 It is well documented that the world economy remains in a precarious position. The 
2008-2012 global recession continues to affect the entire world economy and economists believe 
that less-than-optimal conditions will continue through 2016 (Appelbaum, 2012; Congressional 
Budget Office, 2014). In United States the government has done much to stimulate the economy, 
but a heavy reliance on debt and high unemployment (above 6%) continue to hamper the US 
economic outlook (Congressional Budget Office, 2014). Traditionally, when economic 
conditions are poor, school enrollments rise. Workers return to school in order to gain new skills, 
change careers, or become eligible for promotions. For the management-track oriented, the 
Master of Business Administration degree (MBA) has long been viewed as the degree of choice 
for high-profile and prestigious positions. 
The MBA and similar business degrees are not new. Harvard University, the first to offer 
an MBA degree, established its Graduate School of Business Administration in 1908. However, 
the popularity of the degree has grown exponentially, and universities world-wide offer this 
degree or a variant. In the United States, the number of students receiving a master’s degree in 
some area of business has grown six fold over the last three decades from 21,561 in 1970 to 
150,211 in 2007 (Datar, Garvin, & Cullen, 2010, p.18). 
The popularity of US MBA programs has resulted in a varied and heterogeneous 
landscape as it relates to program design, since business schools are under increased pressure to 
differentiate and prove the value-add of their MBA programs. Business schools regularly 
differentiate architectural elements such as program length, curriculum, pedagogy, course design, 
and method of delivery. Among American business schools common variants include traditional 
2-year, 1-year, dual specialization (e.g., MBA/JD), part-time, executive MBA, hybrid, and online 
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MBA programs (Datar et al., 2010). In fact, traditional 2-year programs account for only 40% of 
the master’s degrees conferred by AACSB accredited business schools (Athavaley, 2008; 
Damast, 2008; Datar et al., 2010).  
Increases in variation and specializations of the MBA have affected business-education 
costs for students commensurately. Mean total costs (tuition and fees) nearly doubled from 2000 
to 2006 for public school in-state residents; in 2014 tuition for the top-5 MBA programs hovers 
around $60,000 per year (Datar et al., 2010; US News & World Report [USNWR], 2014). While 
tuition continues to stay on the rise, it is worthwhile noting that enrollments continue to grow. 
Combined, enrollments at the top-36 US MBA programs increased 10.7% between 2000 and 
2008 (Datar et al., 2010, p.24). 
Business-school-ranking is an important element that plays into cost and enrollment 
considerations, both for the school and for prospective students. Blackburn (2011), James, 
Baldwin, and McInnis (1999), and Vidaver-Cohen (2007) all found that reputation is one of the 
most important factors in deciding what university to attend. Publications such as Business 
Week, US News & World Report, Forbes, and the Wall Street Journal regularly publish lists of 
the best business schools using largely congruent ranking methods. The results are usually 
predictable with Harvard, Stanford, and University of Pennsylvania (Wharton) trading the 
number 1, 2, and 3 spots respectively depending on the year. For the business schools, while 
arbitrary rankings may not carry the same weight as respectability in academia they are keenly 
aware of the weight rankings carry within the business periphery. Well-regarded companies such 
as McKinsey and Boston Consultant Group only hire MBA graduates coming from top-ranked 
business schools, and other companies know the reverse is true: graduates coming from top-
ranked business schools only want to work for the top organizations within their industry of 
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interest (Badenhausen, 2011). In order to keep atop of the rankings game, business schools invest 
millions of dollars in recruiting and retaining the best faculty, nurturing and growing alumni 
networks, and focusing on creating value for students looking for lucrative careers, post-degree. 
For the students, the return-on-investment for top-ranked business schools is often well worth the 
high cost of tuition and forgone salaries. For example, MBA graduates of Harvard’s class of 
2006 saw median salaries soar from $79,000 before school to more than $230,000 post-degree in 
2010 – an increase of 191% over a 4 year period (Badenhausen, 2011, para. 1). 
Between attempting to stay relevant, innovate, retain top talent, actively recruit new 
students, and continue to justify their value-add to students and business-organizations alike, 
business schools have become mired in complexities that many academics imply may be 
insurmountable (Almog-Bareket, 2011; Bennis & O’Toole, 2005; Bruce, 2009; Datar et al., 
2010). Everyday business schools face new criticisms about the general relevance of MBA 
programs to current business environments, the lack of focus on practical management skills, the 
misalignment of the curricula taught in business schools and the knowledge actually required in 
real-world management and leadership situations, and risings costs that are perceived to be out-
of-step with the value being provided to the student (Ashton, 2012; Almog-Bareket, 2011; 
Bennis & O’Toole, 2005; Bruce, 2009; Christensen & Eyring, 2011; Datar et al., 2010). In 
addition, business schools are starting to feel the effects of substitute goods within the education 
market, a phenomenon Christenson and Eyring (2011) are labeling a disruption in higher 
education. Variability among MBA programs will be discussed at length, but it is important to 
note that for the low-end segment of the MBA market (i.e., low-ranked business schools), 
students are forgoing the sizeable cost of traditional full-time MBA programs for much more 
flexible and cost-effective options (Christensen & Eyring, 2011; Datar et al., 2010). Online-only 
 4 
 
MBA programs (from both accredited and unaccredited institutions) have become very attractive 
to adults looking to balance economic, family, and career development considerations. In fact, a 
quick Google search for the term online MBA returns approximately 171M results, and variants 
of this search term are consistently ranked among the most expensive in Google’s AdWords 
advertising product – a clear sign of high demand (Kim, 2011). Anecdotally, conventional 
thinking that the MBA is a golden-passport or a ticket to the top is being replaced by the idea 
that success hinges more on providence then any degree collected at Harvard or Stanford. Of the 
top 50 wealthiest people in the world, only three have MBA degrees, and many of these 
individuals were college drop-outs (e.g., Bill Gates, Larry Ellison, Michael Dell, Mark 
Zuckerberg, Steve Jobs, etc.) (Ashton, 2012, para. 1). 
The MBA degree is unique in higher education because it is so affected by market-forces, 
and public sentiment. Whereas most higher education fits within the paradigm of a public-good, 
the MBA degree does not. The purpose of business education, going as far back as the 19th 
century, has always been to supply industry with capable technicians and managers (Khurana, 
2007). Academics can wax philosophic about the public-interest inherent in higher education, but 
the reality is that the MBA degree was never intended to serve the public-interests, but rather 
private industry. In that regard, the movement of business education into the structure of the 
university system was a matter of gaining perceived academic legitimacy (Christensen & Eyring, 
2011; Datar et al., 2010; Khurana, 2007). While business education has evolved into a legitimate 
academic discipline within higher education, there exists an uneasy and tumultuous relationship 
among interested stakeholders (i.e., students, the business community, faculty, alumni, and 
parents). More so than any other degree, the MBA is primarily looked at through an economic 
lens. Many empirical studies about the MBA degree center on graduate return-on-investment, 
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graduate career opportunities, differentials in pay between MBA graduates’ and their non-MBA 
peers, perceived value by employers of MBA graduates, and longitudinal studies on 
performance-differences between CEOs with MBAs and those without (Bailey, Chow, & 
Haddad, 1999).  The uneasy relationship is the result of the economic lens through which this 
degree is viewed (Bailey et al., 1999). When business schools are innovating, and producing 
MBA graduates that revolutionize particular industry processes, or create inordinate amounts of 
wealth, the relationship amongst stakeholders is strong. We can view this from the perspective of 
business schools supplying private-industry with a product—valuable MBA graduates—that it 
demands. However, when economic conditions change, or when business schools move in a 
direction that is perceived to be out-of-step with the industry it is beholden to, the critics come 
out in full force. For example, many of the criticisms levied against business schools in the early 
1990s—when MBA enrollments decreased significantly—are almost identical to the criticisms 
currently being levied against business schools today (Bailey et al., 1999; McKendall & 
Lindquist, 1997;). Unlike other graduate academic disciplines that are perceived to exist as a 
public-good (e.g., Masters of Fine Arts, Master of Public Health), and are therefore more 
impervious to change, graduate business education does not enjoy this luxury. Business schools 
are viewed by stakeholders external to the academic-environment as purely businesses: in that 
frame, a business school that is not responsive to the environment in which it operates will fail. 
Across the literature there is broad consensus that graduate business schools are again 
out-of-step with private industry (Ashton, 2012; Christensen & Eyring, 2011; Datar et al., 2010; 
Kiki, 2011). The current concerns voiced by multiple stakeholders indicate that a more thorough 
review of the problems facing the MBA degree, and a more thorough analysis of possible 
outcomes for the future of the MBA degree (if these concerns are not identified and addressed) is 
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warranted. While MBA enrollments are on a growth trajectory, and businesses continue to hire 
MBA graduates (over comparable non-degreed candidates) several disturbing signs suggest that 
the traditional 2-year MBA degree is once again at a crossroads and the entire concept of the 
MBA needs to be rethought (Ashton, 2012; Christensen & Eyring, 2011; Datar et al., 2010, p. 
17; Symonds, 2011). 
Statement of the Problem 
There are many systemic challenges facing graduate business education. Researchers 
have posited various frames or perspectives, all which point to deficiencies or inefficiencies in 
the MBA program model. DeAngelo, DeAngelo, and Zimmerman (2005) argue that business 
schools are managing for the short term, caught up in a vicious cycle of trying to evolve toward 
business school rankings rather than the actual needs of students, faculty, universities, and 
businesses. Feldman (2005) concurs, asserting that graduate business schools are reactionary 
(e.g., changing curriculum based on trending topics) leading to poor leadership-decisions by 
business-school deans and further exacerbating the disconnectedness between industry and 
higher education. Datar et al. (2010) views these challenges from a microeconomic perspective, 
describing the overall problem as an issue of supply and demand, asserting that the current MBA 
programs are not creating value (e.g., producing capable graduates) for a business environment 
that has become much more global, and far more complex. Christensen and Eyring (2011) view 
these challenges from a similar perspective, but add in the concept of disruptive innovation to 
describe a scenario where current institutional norms are being supplanted by a low-cost-novel-
approach (e.g., online learning) allowing both for-profit and traditional not-for-profit institutions 
to rethink the entire traditional higher education model (p.18). Bennis & O’Toole (2005) argue 
that the challenges facing business schools rests with out-of-touch faculty who are more 
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concerned with abstract scientific research and  narrow focuses, and less concerned with giving 
students the multidisciplinary, practical, and ethical perspectives of business they truly need. 
Mintzberg (2005) takes this even further and questions whether the goals of the MBA degree are 
even achievable. Mintzberg argues, in part, that MBA students are not actually interested in 
learning about the dynamics of business, but are enrolled in an MBA program because they 
believe it is the shortest route to money, power, and status; well-regarded business schools 
continue to reinforce this mindset. Vaara and Fay (2011), in a review of relevant literature, see 
three key issues in the debate around graduate business education: (a) the outcomes of MBA 
programs; (b) the inculcation of potentially problematic values and practices through 
matriculation; and (c) the potential of self-regulation, such as accreditation and ranking for 
impeding the development of MBA education (p.27). 
 No matter how the challenges of graduate business education are framed the common 
conclusion reached within the literature and anecdotally from stakeholders (i.e., students, 
parents, universities, businesses, and alumni), is that the MBA degree (as it is currently 
conceptualized) has become irrelevant and needs to be rethought. 
Study Framework 
This research extends a study completed by Datar et al. (2010) and documented in a 
publication titled Rethinking the MBA. The Datar et al. (2010) study is based on the following 
premises: (a) stakeholders are questioning the economic and intellectual value of the MBA; (b) 
current economic conditions are making the MBA less attractive; and (c) shifts in MBA 
enrollments, changes in recruiting patterns, and a rising chorus of concerns from deans, faculty, 
executives, students, and the public at large make rethinking the MBA necessary. The goals of 
the Datar et al. (2010) study were to document both the forces reshaping business education and 
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the institutional response to them, prompt a dialogue and reflection about the future of the MBA, 
and provide a path forward. The study focus was leading or top-ranked MBA programs in the 
United States and Europe—the rationale for examining only top-ranked institutions is that these 
institutions are frequently indicative of broader trends, and the time and resources of the research 
team were limited. The study informally examined business education and trends in Asia and 
Latin America, and programs within non-business schools teaching leadership and management.  
Datar et al. (2010) distinguish their study from other similar studies by noting that related 
topical research is narrowly focused on the relevance, value, or purpose of the MBA and may not 
elucidate the comprehensive nature of the problems facing graduate business education. In 
addition Datar et al. (2010) find that studies within this field are by and large created by 
academics for academics, an issue that appears repeatedly across the literature (Bennis & 
O’Toole, 2005; Feldman, 2005; Vaara and Fay, 2011). The key distinguishing factor of the Datar 
et al. (2010) study is its heavy use of longitudinal quantitative data, and access to data sources 
not apparent in related topical research (e.g., the AACSB assisted in assembling, compiling, and 
interpreting critical data about its member schools for this study, which is not a common 
practice). 
The Datar et al. (2010) study followed a mixed-method approach, since it was necessary 
to use both qualitative and quantitative data in developing a more thorough response to the 
guiding research question, what are the unmet needs within the current MBA paradigm? The 
quantitative portion of the study consisted of a review of leading business schools using 
longitudinal data supplied by the institutions Datar et al. (2010) examined, the Association to 
Advance Collegiate Schools of Business International (AACSB), the Graduate Management 
Admissions Council (GMAC), and the Graduate Business Administrators Group (GBAG). The 
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period for the data compiled was 10 years, and pertained to applications, enrollments, tuition and 
fees, faculty hiring, student demographics, and school rankings. The qualitative portion of the 
Datar et al. (2010) study consisted of three main sections as follows: 
1. A review of eleven leading MBA programs—using purposeful sampling—in order to 
develop a composite portrait of curricula. 
 2. Semi-structured interviews with business school deans from leading MBA programs 
in the US and Europe, and current and former executives from well-regarded US firms 
who had responsibility for, or were familiar with MBA graduate recruiting.  
3. Development of six case-studies, each featuring a single business school currently 
responding to various aspects of the opportunities and needs cited by business school 
deans and executives. 
 
The overall findings and conclusions of the Datar et al. (2010) study are as follows. Datar 
et al. (2010) identified and defined eight unmet needs, listed in order of importance: 
1. Developing leadership skills 
2. Gaining a global perspective 
3. Acting creatively and innovatively  
4. Thinking critically and communicating clearly 
5. Recognizing organizational realities and implementing effectively 
6. Honing integration skills 
7. Understanding the role, responsibilities, and purpose of business 
8. Understanding the limits of models and markets 
 
Datar et al. (2010) conclude that businesses schools need to execute two changes in order to 
overcome the deficiencies present in the current paradigm. First business schools must reassess 
the facts, frameworks, and theories that they teach; Datar et al. (2010) refer to this change as 
affecting the knowing aspect of an MBA education. Second, business schools must rebalance 
curricula; specifically (a) more attention needs to be paid to developing the skills, capabilities, 
and techniques that lie at the heart of the practice of management; and (b) more attention needs 
to be paid to developing the values, attitudes, and beliefs that form managers’ worldviews and 
professional identities. Datar et al. (2010) refer to this change as affecting the doing and being 
aspects of an MBA education. 
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 This research extended research based upon the findings of the Datar et al. (2010) study 
to identify the skills, capabilities, and techniques that are central to the practice of 21st century 
management, and the values, attitudes, and beliefs that should be part of a 21st century leader’s 
world-view and professional identity. This research did not make use of a theoretical lens, save 
for the framing of this inquiry within the context of Datar et al.’s (2010) study. Not all qualitative 
approaches rely on an existing theoretical framework, which is appropriate when the inquiry is 
characterized as inductive, emerging, and shaped by the researcher’s experience in collecting and 
analyzing the data (Creswell, 2007, p.19; Patton, 2002). Instead this study was informed by 
Bennis & O’Toole’s (2005) critique of MBA education and the practices of business schools as it 
relates to (a) being too focused on scientific research; (b) hiring professors with limited real-
world experience; and (c) graduating students who lack the skill-sets to deal with complex and 
unquantifiable issues (p.1).    
Purpose and Importance of the Study 
 Both empirical and anecdotal evidence suggest that the MBA degree is at a crossroads 
and needs to be rethought. The Datar et al. (2010) study presents a detailed case of the state of 
graduate business education, a comprehensive needs assessment of the current MBA paradigm, 
and identifies a path forward by stating that a retooled MBA program should pay more attention 
to (a) developing the skills, capabilities, and techniques that lie at the heart of the practice of 
management; and (b) developing the values, attitudes, and beliefs that form managers’ 
worldviews and professional identities (p.7). Bailey et al. (1999), Bennis & O’Toole (2005), and 
Datar et al. (2010) refer to the necessity of rebalancing of MBA education to make it relevant for 
the 21st century business environment: this may be a valid way of approaching this discussion, 
and framing the goals of this research. It is not that the current MBA paradigm is nonsensical, 
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obtuse, or provides no value; rather it is that the stakeholders believe that the current MBA 
paradigm is falling short in key areas, which is why the MBA degree needs to be rethought. 
Thus, this research was not an attempt to devise or propose dramatic changes to the current MBA 
paradigm, (although the findings of this study led the researcher to posit criteria that were 
different from what is currently practiced in graduate business education). 
The purpose of this research was to continue down the path of inquiry begun in the Datar 
et al. (2010) study and identify criteria for a new MBA paradigm. Datar et al. (2010) study had 
already defined the unmet needs, but what remained undefined were the (a) skills; (b) 
capabilities; and (c) techniques that are central to the practice of 21st century management, and 
the (d) values; (e) attitudes; and (f) beliefs that should be part of a 21st century leader’s world-
view and professional identity. By defining these variables this research posited criteria for a 
new model MBA that was in step with the needs of stakeholders dependent on a sustainable 
model of graduate business education. 
The importance of this research is inherent in the mounting evidence that the current 
MBA paradigm is unsustainable. The role, purpose, and function of the MBA degree continues 
to be called into question and stakeholders are losing faith in the model as it is currently 
conceptualized (Ashton, 2012; Christensen & Eyring, 2011; Datar et al., 2010; Kiki, 2011; 
Mintzberg, 2005). 
Study Approach and Research Questions 
 This study used a qualitative approach to add meaning to the variables identified by Datar 
et al. (2010). The variables were the (a) skills; (b) capabilities; and (c) techniques that are central 
to the practice of 21st century management, and the (d) values; (e) attitudes; and (f) beliefs that 
should be part of a 21st century leader’s world-view and professional identity. While a 
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discussion of the appropriateness of a qualitative approach for this study follows in Chapter 3, a 
qualitative approach was chosen because the nature of this research lent itself to an in-depth and 
detailed inquiry that was unencumbered or constrained by predetermined categories of analysis 
(Patton, 2002). Specifically, research in the areas of leader and manager traits and skills, and 
leader and manager values, is not new (Yukl, 2010). Seminal studies on leader traits 
[Kirkpatrick and Locke (1996); Lord, DeVader, and Alliger (1986); Mann (1959); Stogdill 
(1948, 1974)], leader skills [Katz (1955); Mumford, Zaccaro, Harding et al. (2000)], and leader 
values [Beauchamp and Bowie (1988); Burns (1978); Greenleaf (1970, 1977)] are all examples 
of the body of knowledge that already existed as it related to variables a - f. What was previously 
unexplored was how these variables were conceptualized and thought to apply within the context 
of a 21st century business environment; the goal of this research was to illuminate how key MBA 
stakeholders conceptualize, define, and operationalize variables a – f.  
 The population for this qualitative inquiry was purposefully selected, and study 
participants were drawn from three stakeholder groups—MBA faculty, employed MBA 
graduates, and MBA graduate recruiters. These groups were selected because they were 
“information rich and illuminative and offer[ed] useful manifestations of the phenomenon of 
interest” (Patton, 2002, p.40). An interview guide was prepared as part of a semi-structured 
approach (i.e., it specified the background of the inquiry; provide base definitions of variables a 
– f, etc.). 
Research questions. Research questions are as follows: 
1. How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the skills, capabilities, and techniques 
that are central to the practice of 21st century management? 
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1.1 According to MBA faculty, what are the skills, capabilities, and techniques 
that are central to the practice of 21st century management? 
1.2 According to employed MBA graduates, what are the skills, capabilities, and 
techniques that are central to the practice of 21st century management? 
1.3 According to MBA Graduate Recruiters, what are the skills, capabilities, and 
techniques that are central to the practice of 21st century management? 
2. How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the values, attitudes, and beliefs that 
should be part of a 21st century leader’s world-view and professional identity? 
2.1 According to MBA faculty, what are the values, attitudes, and beliefs that 
should be part of a 21st century leader’s world-view and professional identity? 
2.2 According to employed MBA graduates, what are the values, attitudes, and 
beliefs that should be part of a 21st century leader’s world-view and 
professional identity? 
2.3 According to MBA Graduate Recruiters, what are the values, attitudes, and 
beliefs that should be part of a 21st century leader’s world-view and 
professional identity? 
3. According to a review of five well-regarded Southern California MBA programs what 
are the common curricula, which are considered best-practices? 
4. What is a new model for an MBA Program considering the input of research questions 
one through three? 
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Limitations 
 Both limitations and delimitations were present in this study. The primary limitation was 
the qualitative method used in this study. Inherent in the use of a qualitative method is the lack of 
generalizability. Another limitation considered for this the study was the prior knowledge study 
participants might have had of the Datar et al. (2010) study findings; none of the study 
participants expressed that they were familiar with Datar et al.’s (2010) study. 
 Delimitations considered included population size, the employed MBA graduates 
selected as participants, the MBA graduate recruiters selected as participants, the MBA faculty 
selected as participants, the exclusion of business school deans from the study, and the business 
schools selected as part of a review of curricula considered best-practices (i.e., UCLA – 
Anderson; UCI – Paul Mirage; UC Riverside – A. Gary Anderson; Pepperdine University – 
Graziadio; USC – Marshall).  
Definition of Terms 
Attitudes: a feeling or emotion toward a fact or a state (Merriam-Webster, 2008). 
Beliefs: a conviction of the truth of some statement or the reality of some being or 
phenomenon (Merriam-Webster, 2008) 
Capabilities: possessing the attributes (as physical or mental power) required for 
performance or accomplishment (Merriam-Webster, 2008). 
Case: When used in the context of a qualitative case study, a case is the unit of analysis, 
or the phenomenon or phenomena occurring in a bounded context that will be examined through 
detailed inquiry (Creswell, 2007, p.73)  
Master of Business Administration: commonly referred to as an MBA, the Master in 
Business Administration degree is the second-most popular graduate degree in America and a 
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common requirement for entry into upper level management positions in large established 
corporations; it is also a common entry point into occupations such as consulting, investment 
banking, and private equity (Khurana, 2007, p.15). Business schools offer the MBA in a variety 
of formats, with highly differentiated program structures and architectures. Common variants 
include traditional 2-year, 1-year, dual specialization (e.g., MBA/JD), part-time, executive MBA, 
hybrid, and online MBA programs. In most MBA programs there are eight required core courses: 
financial accounting, finance with a capital markets emphasis, microeconomics, marketing, 
strategy, organizational behavior or leadership, operations, and decision sciences or statistics 
(Datar et al., 2010, p.57). 
Non-profit Private, Public, and For-Profit Private Business Schools: In the context of 
this study non-profit private and public business schools refer to prototypical and regionally 
accredited higher education institutions that award Master of Business Administration degrees. 
For-profit business schools, in contrast, are narrowly classified as proprietary, nationally or 
regionally accredited, higher education institutions that award Master of Business Administration 
degrees. The for-profit designation also references the private, profit-seeking aspects of these 
proprietary institutions (Lechuga, 2006).   
Professional Identity: how one views his or her self, in relation to his or her role; these 
views may be inter- or intra-discipline (Brott & Myers, 1999). 
Skills: the ability to do something in an effective manner (Yukl, 2010). 
Techniques: the methods used to accomplish a desired aim (Merriam-Webster’s 
Collegiate Dictionary, 2008). 
Values: Internalized attitudes about what is right and wrong, ethical and unethical, moral 
and immoral (Yukl, 2010).  
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World-view: A world-view is a set of subjective presuppositions and assumptions which 
an individual, group, or culture holds about the basic constitutions of reality, and serves as the 
framework through which an individual, group, or culture interprets the world and interacts with 
it (Sire, 2004). 
Summary 
 In Chapter 1 an introduction to the topic, identifying criteria for a new MBA program 
model was discussed. A background on the state of MBA education, including current criticisms, 
challenges, and changes was provided. A statement of the problem, that MBA education is at a 
crossroads and needs to be rethought, was articulated. The framework of the study, Datar et al. 
(2010) as described in the publication Rethinking the MBA, was outlined and major findings 
significant to this study were elucidated. The purpose and importance of the study was defined, 
which was to continue down the path of inquiry begun in the Datar et al. (2010) study and 
identify criteria for a new MBA paradigm. The study approach was also discussed, including the 
rationale for a qualitative method of inquiry. The four research questions guiding this study 
were:  
1. How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the skills, capabilities, and 
techniques that are central to the practice of 21st century management? 
2. How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the values, attitudes, and 
beliefs that should be part of a 21st century leader’s world-view and professional 
identity? 
3. According to a review of five well-regarded Southern California MBA programs what 
are the common curricula, which are considered best-practices? 
4. What is a new model for an MBA Program considering the input of research questions 
one through three? 
 
Finally, study limitations and delimitations were noted, and a definition of terms was provided. 
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Chapter 2: Review of Relevant Literature 
 
 This chapter is a review of relevant literature related to the topic of inquiry, which is 
identifying criteria for a new MBA program model. The researcher uses a topical approach 
beginning first with a brief discussion of higher education in the US, before transitioning into a 
structured discussion of the history of the MBA degree, the purpose of the MBA degree, the 
current MBA paradigm, the economics of the MBA degree, and critiques and challenges for the 
MBA degree. The researcher concludes with a review of five well-regarded Southern California 
MBA programs. 
Higher Education in the United States 
 In the United States postsecondary education (i.e., higher education) can refer to any 
schooling beyond high school, and the Department of Education (DOE) broadly defines 
postsecondary education as a formal instructional program whose curriculum is designed 
primarily for students who are beyond the compulsory age for high school (i.e., 16 – 18 years of 
age); the DOE definition includes programs whose purpose is academic or vocational, as well as 
continuing professional education programs, and excludes avocational and adult basic education 
programs (US Department of Education, 2012a). Vocational, continuing education, avocation, 
and adult basic education programs are out of the scope of this discussion, and this literature 
review will focus on higher education from the context of degree granting institutions, which 
grant associate’s or higher degrees (i.e., bachelor’s, master’s, and terminal degrees). 
 Higher education in the United States predates the Declaration of Independence in 1792, 
and is widely recognized to have begun at Harvard in 1636 (Christensen & Eyring, 2011). In the 
early days of higher education the focus was on clergy; scholarship, at least from a positivist 
approach, was not a central theme. For example, when Harvard started advanced degrees were 
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not conferred, and the degrees that were conferred were generally considered of low quality 
(Christensen & Eyring, 2011). While many of the colleges that were founded during American 
colonial times had humble beginnings, today they form the ivy- league group of universities: 
America’s most elite institutions (e.g., Harvard, Yale, Princeton, Brown, Dartmouth, and 
Columbia).  
As America evolved from a colony to an industrial powerhouse, the nature and face of 
higher education changed as well. Variety and growth characterized college building during the 
mid-nineteenth century, but it was the 1870s through the 1910s that many historians view as 
being higher education’s gilded age (Riesman, 1956). During the Progressive Era higher 
education benefited from societal interests in scholarly pursuits, and from industrial capitalists 
whose generous endowments led to the founding of many well-known research institutions (e.g., 
Vanderbilt, Cornell, John Hopkins, etc.) (Khurana, 2007). In the same period, a shift towards a 
research-oriented focus in higher education also occurred; the Progressive Era and the immediate 
years following coincides with the founding of accrediting bodies such as the AACSB, and the 
founding of the Carnegie Foundation for the Advancement of Teaching, which helped to reshape 
the quality and focuses of the American university system (“Carnegie”, 2012).  
The period following WWII was also a significant time in the evolution of higher 
education. The publication of the Higher Education for American Democracy report, requested 
by President Harry Truman, directly precipitated the rise of community colleges in the US and 
led to creation of the transfer system between community colleges and universities still in use 
today (University of California Santa Barbara, the American Presidency Project [UCSB], 2012). 
The rise of peer-reviewed research (and the physical expansion of universities) also boomed 
during this period as money poured in from government sources funding public and top-secret 
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projects in aerospace, mathematics, physics, chemistry, the behavioral sciences, and agriculture 
(Christensen & Eyring, 2011). During the 1970s-80s the rise of large university systems 
continued to increase, with the notable examples being the University of California system, and 
the California State University system; colleges also grew bigger and more complex, which 
allowed academic departments and intercollegiate teams to become more specialized 
(Christensen & Eyring, 2011).  
The expansion of higher education leading into the 1990s cooled significantly as state 
sponsored funding dried up and colleges and universities began to focus on building private 
endowments in anticipation of rising costs (Daniels, 1989). However, in the late 1990s colleges 
and universities once again prospered, enrollments increased, and institutions of higher education 
began to focus on integrating technology, teaching, and learning (Christensen & Eyring, 2011). 
As the US moves through the 21st century higher education continues to be an important facet of 
American society; yet informed individuals both inside and outside of academia question the 
direction and value of higher education in comparison to rising costs and diminishing quality 
(US Department of Education, 2006). 
The National Center for Education Statistics (NCES) which monitors the progress of 
education in the United States projects that higher education will grow substantially based on 
current trends. Enrollment in degree-granting postsecondary institutions increased by 9% 
between 1989 and 1999, but between 1999 and 2009, enrollment increased 38%, from 14.8 
million to 20.4 million (US Department of Education, 2012a). With anecdotal evidence 
supporting the idea that undergraduate postsecondary education may not be enough for 
America’s future job market, (whilst the number of students successfully completing secondary 
education trends upwards through 2021), it is reasonable to assume that growth in higher 
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education will be profound (University of South Florida, 2012; US Department of Education, 
2012a). 
 Institutions of higher education can be placed into three broad categories: public 
institutions, private nonprofit institutions, and private for-profit institutions. The main 
distinctions between the three types are as follows:  
1. Public institutions are operated by publicly elected or appointed school officials and 
are primarily supported by public funds. 
2. Private nonprofit institutions are controlled by an individual or agency other than the 
government, do not rely on public funds to operate, and the individual(s) or agency in 
control receives no compensation, excluding operating expenses, for the assumption of 
risk. 
3. Private for-profit institutions are controlled by an individual or agency other than the 
government, typically do not rely on public funds to operate, and the individual(s) or 
agency in control does receive compensation, outside of operating expenses, for the 
assumption of risk (US Department of Education, 2012a, p.320). 
Approximately 18 million undergraduate students attended degree granting institutions in the 
United States in the fall of 2010, and 2.9 million students were enrolled in post-baccalaureate 
programs during the same period (i.e., master’s level or higher) (US Department of Education, 
2012a). Of the 18 million undergraduates, 10% attended private for-profit institutions, 15% 
attended private nonprofit institutions, and 76% attended public institutions. While the percent of 
students attending private for-profit institutions seems relatively low it is notable that in 2009-10 
the number of postsecondary degrees conferred by these institutions increased by a larger 
percentage than the number conferred by public institutions and private nonprofit institutions 
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across all levels (i.e., bachelor’s, master’s, and terminal degrees); this indicates that the influence 
of private industry will begin to weigh heavily on how higher education is conceptualized in 
America (Christensen & Eyring, 2011; US Department of Education, 2012a).  
Across the spectrum of higher education, the focus of study for undergraduate and 
graduate students is becoming more homogenous. More than half of the 1.7 million bachelor’s 
degrees awarded in 2009-10 were in five concentrations: business, management, marketing, and 
personal and culinary services; consequently, of the 693,000 master’s degrees awarded in 2009-
10 more than a quarter were concentrated in business (i.e., MBA or a variant) (US Department of 
Education, 2012a, p.95-96). Of interest to this research was the upward trend in business-
oriented degrees, which Lutz (2011) attributes to an economic environment that rewards 
“number-crunchers” (i.e., jobs and opportunity for individuals who understand balance-sheet-
driven management). 
Higher education in the United States is big business: in 2009-10, total revenue was $506 
billion combined (i.e., public, non-profit, and for-profit). Yet this kind of revenue generation 
comes at a price for students, since tuition and fees per student were 12% higher in 2009-10 than 
in 2004-05 (US department of Education, 2012a, p.102). More importantly, much of this revenue 
was derived from federal financial aid sources (i.e., grants and loans)—85% of full-time 
undergraduate students receive financial aid—implying that this level of revenue may be 
unsustainable in the long-term as states cut funding for public institutions, and student loan and 
grant programs receive more legislative scrutiny (Clemmitt, 2011). Within the private for-profit 
sphere over 92% of enrolled students receive financial aid, and recent criticisms have highlighted 
a perceived conflict of interest between educating students and seeking profits (e.g., for-profit 
institutions are known to practice aggressive and questionable recruitment tactics, including 
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coercing students to take out school loans that they cannot afford) (Clemmitt, 2011; US 
Department of Education, 2012b). 
While enrollments are up, and tuition continues to rise, the graduation rates for 
postsecondary education have stayed relatively flat. Predictably, graduation rates are higher for 
private nonprofit institutions where admission acceptance rates are low (i.e., 65% graduation rate 
for private nonprofit versus 28% for private for-profit) (US Department of Education, 2012, 
p.109). On a related note, the number of degrees conferred by all institution-types is also on the 
rise, but this trend may be the result of more students seeking a postsecondary education as 
opposed to any structural or procedural changes in higher education (US Department of 
Education, 2012a). 
The most recent comprehensive report on the state of higher education in the United 
States was published in 2006 by former Secretary of Education, Margaret Spellings. The report 
titled A Test of Leadership: Charting the Future of US Higher Education gives a broad overview 
of the current postsecondary education model, and posits several findings as follows: 
1. Value of higher education: the transformation of the world economy increasingly 
demands a more educated workforce; it is estimated that 90% of the fastest-growing 
jobs in the new information and service economy will require some postsecondary 
education; the financial benefits to those who hold postsecondary degrees is substantial. 
2. Access to higher education: underserved and nontraditional groups will make up a 
majority of the population in the next 20 years, yet these are the same groups that are 
not participating in, or completing higher education; access is limited due to inadequate 
preparation starting at the secondary level, lack of information about postsecondary 
opportunities, and increasingly high costs. 
3. Cost and affordability: state subsidies are declining, tuition is rising, and the cost per 
student is increasing faster than inflation or family incomes; colleges and universities 
have little incentive to lower costs because in many instances funding is subsidized 
through federally backed financially aid; the public may lose confidence in higher 
education if costs continue to rise, but the value of higher education is perceived as 
diminishing. 
4. Financial aid: the government’s financial aid system is confusing, complex, and 
inefficient, and populations that could truly benefit from the system lack access; the 
way that the government determines need has not kept pace with inflated tuition. 
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5. Learning: many colleges and universities have decreased the quality of learning 
outcomes, as well as the economic value of a postsecondary education; postsecondary 
institutions are not producing the informed and skilled citizens who can compete in a 
global marketplace; other countries are catching up or surpassing the US in terms of the 
overall quality and value of higher education.  
6. Transparency and accountability: a lack of transparency and accountability exists in 
higher education, which erodes public trust; colleges and universities are dependent on 
rankings and accreditation, but have not developed a comprehensive strategy to provide 
adequate internal accountability systems or public information. 
7. Innovation: colleges and universities have lost the ability to translate scholarly research 
into meaningful applications and innovations; government and institutional policies 
created for a different time and era continue to hamper the expansion of models 
designed to the meet the nation’s workforce needs (US Department of Education, 2006, 
p.7-16). 
 
A similar report by Cornelius (2011) discusses the state of education in general, calling it 
a global crisis. Based on a survey of business, government and education leaders of 50 nations, 
Cornelius (2011) contends that the global achievement gap between what industry expects and 
what education delivers is caused by a failure to provide opportunity for creativity, collaboration, 
context, and practical application (p.50). Institutions of learning have largely failed to recognize 
that the world has changed, and our knowledge-based economy is much more agile, pull-
oriented, media-rich, and increasingly accessible; knowledge and information are commodities 
and institutions should be focused less on adding difficult coursework, and focused more on 
demanding mastery of existing content at all levels (Cornelius, 2011, p.50). 
In sum, higher education in the United States is expected to grow substantially over the 
next decade. A knowledge-based economy, globalization, rising tuition, a consensus that higher 
education is not meeting the needs of students and industry, and growth in the private for-profit 
sector of education all pose challenges to the current model of higher education. The model as it 
is currently situated may not be sustainable, since many of the students matriculating through 
institutions of higher education rely on government backed financial aid. If this funding source 
goes away public and private for-profit institutions will be hurt most, and minority groups that 
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cannot afford to pay for postsecondary education through their own means will be adversely 
affected. Of importance to this research is the idea that the issues plaguing higher education at 
the macro level may be affecting all areas and disciplines, including the MBA degree. Many of 
the criticisms aimed at higher education are very similar to the criticisms aimed at the current 
MBA paradigm; since a majority of graduate degrees that are conferred are business-focused 
(e.g., MBA, MS Finance, etc.) this may contribute to the perception that only graduate business 
education is flawed when in fact the entire higher education model is flawed.     
History of the MBA Degree 
 In order to describe the history of the MBA degree, one must first describe the history of 
business education within the United States, and the evolution of a loosely organized occupation, 
management, to its current state as a legitimate profession in American society. The world’s first 
business school is widely recognized as ESCP Europe (Ecole Supérieure de Commerce), which 
was founded in 1819 in Paris (ESCP Europe, 2012; Grey, 2004). The first collegiate business 
school opened in the United States in 1881 as the Wharton School of the University of 
Pennsylvania—this was done at the behest of industrial magnet Joseph Wharton who sought to 
create a school that could prepare young men to assume control of the complex economy that 
was unfolding (Wharton, 2012a, para. 1). Between 1898 and 1916 six more business schools 
were established—Booth (Chicago), Haas (Berkeley), Tuck (Dartmouth), Harvard Graduate 
School of Business, Columbia School of Business, and Stern (NYU) (Khurana, 2007). 
 At the time of the founding of the Wharton School there were many social, economic, 
and technological changes occurring in American society (Khurana, 2007; Wharton, 2012a;. The 
Second Industrial Revolution (1870-1914) spawned many technological advances in areas such 
as energy, materials, transportation, communication, medicine, and chemicals, but also changed 
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the nature of business and organizations as factors of production changed, and companies took 
advantage of the economies of scale presented by increases in technology (Khurana, 2007; 
Mokyr, 1990; Wharton, 2012a).  
The change in industry from many fragmented loci of production to a small number of 
large and interconnected loci of production fundamentally changed the labor needs of 
organizations. Where as in the past the main actors in industry were laborers and owners, the 
evolution of organizations into complex structures necessitated the introduction of a new type of 
labor force, management, to facilitate inputs, outputs, and throughputs (Wharton, 2012a). 
Khurana (2007) describes a situation where the advent of management as a concept, and 
managers as an occupation was somewhat confusing to 19th century American society. 
Managers were members of a new and unfamiliar economic and social group whose role 
required explanation: managers were not actually supplying labor per se, and they did not own 
the means of production—in short, managers lacked legitimate power (Khurana, 2007, p.13). 
Despite any reservations American society might have had about the role of manager as a 
legitimate profession, economic progress during this era was dependent on management 
processes that reduced waste, and increased the efficiency and effectiveness of operations. 
Between 1870 and the 1920s, the number of salaried managers increased from 12,501 to 2.6 
million (Khurana, 2007). Titans of 19th century industry, such as Carnegie, Ford, and 
Rockefeller, understood that managers performed crucial economic functions that they as owners 
could no longer perform for themselves; this gave rise to the novel phenomenon of managers 
running enterprises they did not own (Khurana, 2007, p.37)..   
As the concept of management and the manager began to take root in American society 
there still remained the question of legitimacy for this new profession. Whereas doctors, lawyers, 
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and clergy had defined rules of entry and required specific apprenticeships or academic 
credentials, the view of management was that it was an occupation, not a profession. Friedson 
(1988) explains the distinction between occupation and profession as a perception with European 
roots, where professions require extensive training and result in knowledge work, and 
occupations are concerned with physical labor; in 18th century European society the high 
professions were in the fields of law, theology, and medicine. As the field of management 
naturally evolved and grew—which was the result of America’s changing economic and social 
structure (e.g., Northern industrial capitalists became the new American aristocracy after the 
Civil War)—interested stakeholders (i.e., industrial capitalists, academics, and the new 
management class) began a quest to legitimize management as a profession (Khurana & Nohria, 
2008; Khurana, 2007; Mokyr, 1990).  
Institutional entrepreneurs, both academics and enlightened business leaders, saw the rise 
of the large corporation as a profound challenge to the existing social order (Khurana & Nohria, 
2008, p.72). As ownership and control of the factors of production moved away from a sole-
proprietorship model to a corporate model with shareholders, the right of multiple stakeholders 
(e.g., shareholders, policy makers, laborers, etc.) to direct these new entities became a point of 
contention  (Khurana, 2007; Khurana & Nohria, 2008). Industry needed a neutral and objective 
party who could lookout for the interests of all of the stakeholders involved in the enterprise; the 
obvious choice was the manager. 
Khurana & Nohria (2008) posit that business school was conceived as a way of 
legitimizing the claim of managers to control publicly owned corporations and balance 
stakeholder concerns. Industrial capitalists, academics, and the new management class worked in 
concert to create a structure with educational underpinnings, certifications, and codes of conduct 
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for the purpose of aligning management with the practices of accepted professions of the time. 
The capitalists gave generous endowments, the academics created the business school structures 
within established university environments, and the new management class attended the schools 
that were established. In the end, it was the linkage of management and managerial authority to 
existing Progressive Era institutions—science, noted professions, and the American research 
university—that solidified the perception of management as a legitimate profession, and served 
as the foundation for the modern graduate business school model (Khurana, 2007). 
The MBA degree. The Master of Business Administration degree was first offered at the 
newly formed Harvard Graduate School of Business Administration in 1908; a decision was 
reached by the Harvard Corporation to teach business at the graduate level only (hence the MBA 
program), with a 5-year experimental authorization under the wing of the Department of 
Economics (HBS, 2012a). In 1908 the curriculum included courses in accounting, commercial 
law, economic resources, industrial organization, banking and finance, transportation (with an 
emphasis on railroad management), and insurance (HBS, 2012b). In comparing the eight core 
courses that make up modern MBA curricula (i.e., financial accounting, finance with a capital 
markets emphasis, operations, marketing, strategy, organizational behavior or leadership, 
operations, marketing, and decision sciences or statistics) we can see that not much has changed; 
course names have changed, but it would seem that the focus on quantitative knowledge and 
knowledge of organizations in MBA curricula has remained consistent. In support of what Bailey 
et al. (1999) and McKendall and Lindquist (1997) imply—that MBA program curricula shifts 
with the times—we can see that Harvard offered courses in transportation (railroad 
management), which was an important mode of transportation during the 19th century. 
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Reviewing the eight core courses noted above we see that presently there is a focus on capital 
markets and leadership. 
Between the 1920s-50s we see an uptick in the number of business schools offering a 
MBA degree; the MBA programs during this period were typically 2 years long and required 
full-time study. In 1925 Harvard Graduate Business School introduced the case method within its 
MBA program, a model that it still uses (and that many other business schools have since 
copied) (HBS, 2012a). Wharton came aboard with its MBA program in 1921, which was 
followed by the introduction of its Industrial Research Unit that married academic research with 
business practices (Wharton, 2012a). Columbia joined the ranks in 1945, and the Thunderbird 
School of Global Management followed suit in 1946. Of note, in 1943 the Booth School of 
Business (University of Chicago) introduced the world’s first Executive MBA program. 
The introduction of a variant of the MBA degree (i.e., the Executive MBA degree) was a 
new direction for business schools in terms of the types of students recruited, and the widening 
of the market for business school education. While business schools had offered evening MBA 
programs as early as 1938 (e.g., Booth School of Business), the Executive MBA (EMBA) 
represented uncharted waters for American business schools. The Booth School of Business 
experiment proved to be successful and other business schools latched onto the idea that 
programs could and should be varied in order to attract a more heterogeneous population of 
students (e.g., Wharton, Columbia Business School, Stern, etc.). In describing how business 
schools are picking up the pace in terms of program variation Gerdes (2005) states: 
First came the full time, 2-year MBA program. As its popularity grew, a weekend 
executive variation was developed for promotion-hungry managers whose companies 
often sponsored them. Then followed part-time degrees for students whose busy 
schedules could accommodate only limited classroom hours. Now comes the latest 
innovation, the drive-through MBA—miniaturized programs that let students earn 
degrees in half the time. The trend started in Europe, where top business schools like 
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INSEAD began offering intensive, full-time programs in as little as 10 months. Now 
some European schools are also offering a 1-year pre-experience masters [sic] in 
management for recent undergrads. The trend is coming to the US, where schools 
scramble to attract fence-sitting candidates who hesitate to take 2 years off from work but 
are also wary of spending half a decade pursuing a degree part-time (p.81). 
 
 The focus on crafting MBA program variation is a trend that is likely to continue as business 
schools seek new ways generate revenue and manage the burgeoning student populations 
expected by 2021 (Gerdes, 2005; US Department of Education, 2012a). At present, the AACSB 
counts 648 accredited member institutions offering MBA degrees or a variant as of April 2012 
(AACSB, 2012). 
 In sum, the MBA degree has a 106 year history coinciding with various social, economic, 
and technological changes occurring from the 19th century to the present. The advent of the 
MBA degree was the result of a push by 19th century industrial capitalists, academics, and the 
new management class to legitimize the concept of management and the role of the manager in 
business and American society. Since 1908, when Harvard first introduced the MBA degree, 
little has changed about its curricular focus, but many variations of the MBA program have 
emerged. 
Purpose of the MBA Degree 
 There is broad consensus among scholars, practitioners, and business schools that the 
purpose of an MBA degree is to develop and hone leadership and management skills and 
potential (Bennis & O’Toole, 2005; Datar et al., 2010; Khurana, 2007; Sahlman, Stevenson, 
Roberts et al., 1999); perspectives on how this purpose should be accomplished within an MBA 
program engenders much debate, and there are many flavors and approaches within graduate 
business education. The purpose of the Harvard Business School MBA is to educate leaders who 
make a difference in the world, and impart knowledge that will allow gradates to manage across 
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any function, learn to make decisions in the face of ambiguity, and lead with a global perspective 
(HBS, 2012c). The purpose of the Wharton MBA is to transform leaders, and impart knowledge 
that is relevant, global in scope, and that gives students the opportunity to innovate and be 
introspective (Wharton, 2012b). The purpose of the Stanford MBA is to transform the brightest 
and most passionate people in the world, and impart knowledge that will allow graduates to think 
critically and analytically, be creative and innovative, and develop their personal leadership 
(Stanford, 2012). In each of the three purposes noted we can see elements of the main purpose 
specified above (i.e., leadership and management). Following is a deeper discussion of these two 
elements in relation to the MBA degree.  
Leadership. The focus on leadership in business schools, and specifically as an integral 
part of MBA curricula is a relatively new phenomenon; before the 1990s, the focus was strictly 
on management and leadership was viewed as an epiphenomenon (Khurana, 2007). Zaleznik’s 
(1977) seminal article on the differences between leaders and managers—“Managers and 
Leaders: Are they Different?”—arguably shaped the approach that most business schools take in 
relation to this subject: leadership and management are presented and taught as two distinct 
constructs (Khurana, 2007). Yukl (2010) and Northouse (2007) note that well known theorists 
within the field of leadership (i.e., Burns, Bass, Stogdill, Rost, Kotter) have observed that there is 
a lack of consistency in terms of how leadership is defined in leadership research, and definitions 
may change from one study to the next. While Khurana (2007) contends that the existing 
leadership body of knowledge is so confused that it cannot possible be taught with any 
semblance of coherence in business schools, Northouse (2007) sums up the lack of a widely 
accepted theoretical framework by stating that leadership is like the words democracy, love, and 
peace: although people intuitively understand what leadership means, leadership is highly 
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contextual and therefore has different meanings for different people (p.2). Khurana (2007) finds 
that leadership is taught in one of three ways at top-ranked business schools. The first approach 
focuses on content and transmission of explicit knowledge—this approach draws from well-
established academic theories in psychology, sociology, and economics; the second approach 
focuses on the development of interpersonal skills and their application to small groups—this 
approach views leadership as tacit knowledge that must be mastered through hands on learning; 
the third approach focuses on personal growth and self-discovery—this approach gives students 
the latitude to self-develop using assessments such as the Myers-Briggs Type Indicator (MBTI) 
(Khurana, 2007, p.369-371). The approaches described by Khurana (2007) fit well into the Level 
of Conceptualization for Leadership model developed by Yukl (2010) where leadership can be 
conceptualized as an individual process, a dyadic process, a group process, and an organizational 
process.  
It is quite evident that leadership is a popular theme in MBA programs and the 
preponderance of leadership over the other focuses (i.e., management, entrepreneurship, and 
scholarship) cannot be denied. A recent development for the MBA leadership-focus is the 
emphasis programs are placing on global leadership, or creating global leaders. The rise of 
multinational companies, globalization, and changes in expectations of how 21st century 
managers should view and interact with increasingly diverse business environments, have fueled 
the interest in global leadership as a distinct subset of the leadership construct. The global leader 
is described as having (a) an expansive and cosmopolitan outlook that is not parochial; (b) the 
skills necessary to lead across cultures and physical borders; (c) strong conceptual skills 
implying that they can identify critical issues in the ordinary, involve those affected by the issue, 
and achieve results in relation to the issues raised (Baik, 2003; Mercer, 1996; Roome, 2005; 
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Suutari, 2000; Terrell, 2011; Treverton & Bikson, 2003). While business schools aspire to 
develop global leaders, there remains the concern that perhaps there is a gap between what 
business schools aspire to do, and what they are actually doing (Datar et al., 2010; Khurana, 
2007). On the one hand Suutari (2000) suggests that having a global outlook is not something 
that is taught, but is rather endemic among global leaders (e.g., global leaders are born not 
made). On the other hand Caligiuri (2006) finds that there are ten tasks that are common or 
unique to global leaders, implying that individuals can be taught to be global leaders. Conner 
(2000) concurs and posits two areas of focus for developing global leaders: (a) identifying 
potential global leaders early on in their careers; and (b) using multiple approaches for 
developing global leadership skills and capabilities. While the question of the efficacy of MBA 
curricula in preparing graduates for a global business environment remains, companies continue 
to demand that MBA graduates be prepared technically, conceptually, and interpersonally (i.e., 
possess all of the skills necessary to lead within a global environment) (Datar et al., 2010). 
Management. Business schools have focused on management from their inception, and 
the first MBA curriculum at Harvard Graduate School of Business Administration, as well as 
present core MBA curricula, bears witness to the importance business schools place on teaching 
management principles. To say that business schools were the locus of origin for the concept of 
management would be somewhat misleading since organized activities and managers—in the 
most basic sense of the role—have been around since the Egyptians built the pyramids. Yet it 
was the advent of business schools, and the vanguard of 19th century industrial capitalists, 
academics, and the new management class that vaulted the concept of management from an 
undefined state, to a concept that would later undergo systematic investigation, acquire a 
common body of knowledge, and become a formal discipline (Robbins & DeCenzo, 2008, p.22).   
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It was within the 19th century business school environment that the body of knowledge 
that we recognize today as management studies was developed. Many early business schools 
borrowed heavily from the curricula of more well established disciplines (i.e., science, 
economics, and mathematics), or simply included courses that were more practitioner based 
(Christensen & Eyring, 2011; Khurana, 2007). Business schools needed a discipline to call their 
own, and industrialists and academics alike took great interest in the ideas posited by Frederick 
Winslow Taylor, who in 1911 published a book titled The Principles of Scientific Management. 
Commonly referred to as the father of scientific management, Taylor espoused the use of the 
scientific method to define the one best way for a job to be done. Taylor sought to create a 
mental revolution amongst workers and managers by creating clear guidelines for improving 
production efficiency; this fit well within the context of what business schools were attempting 
to provide to their students: a formal theory to guide managers in running their organizations 
(Robbins & DeCenzo, 2008, p.23; Khurana, 2007). Taylor’s ideas proved to be a tour de force: 
the Harvard Graduate School of Business Administration declared Taylor’s approach the 
standard for modern management and adopted it as the core around which all courses would be 
organized; Taylor also became a Harvard lecturer subsequent to Harvard adopting his ideas 
(Robbins & DeCenzo, 2008, p.24). Other contributors to scientific management during the 
Progressive Era include Gilbreth—famous for his motion studies—and Gantt—whose 
eponymous graphic bar chart is used by project-managers worldwide. 
As business schools continued to evolve during the 20th century, the concept of 
management as a distinct discipline took root. Notable research by Harvard professors Hugo 
Münsterberg (1913)—the father of industrial psychology—and Elton Mayo (1927)—known for 
the Hawthorne Studies—furthered the idea that the concept of management and the role of 
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manager could be approached systematically and empirically. By the 1960s almost every 
innovation and growth in the body of management knowledge was the direct result of academic 
work and research being done in business schools. Well-known management theorists and 
contributors to management and organizational studies during this period were also professors—
e.g., Douglas McGregor (Theory X and Theory Y, MIT Sloan School of Management); W. 
Edwards Deming (quantitative approach to management, Columbia Graduate School of 
Business); Peter Drucker (social management, NYU and Claremont Graduate University); Alfred 
DuPont Chandler (management structures, Harvard, MIT, and John Hopkins University); Ronald 
Harry Coase (Theory of the Firm, University of Buffalo, University of Virginia, University of 
Chicago); Henry Mintzberg (Managerial roles, McGill University); etc.. 
The construct of management continues to serve as the cornerstone of the MBA degree: 
in many ways management has become an all-encompassing discipline with research in 
management crossing into many different areas of business. In the core curricula of top-ranked 
MBA programs described by Datar et al. (2010) the discipline of management is manifest in such 
courses as operations, marketing, strategy, organizational behavior or leadership, and decision 
sciences. Yet, similar to the element of leadership, recent critiques have suggested that business 
schools are more focused on theories and models, and less focused on preparing MBA graduates 
to manage in a real-world context (Almog-Bareket, 2011; Ashton, 2012; Bennis & O’Toole, 
2005; Bruce, 2009; Christensen & Eyring, 2011; Datar et al., 2010). While business schools 
likely have a different opinion about how successful they have been in preparing graduates with 
relevant skill-sets, approximately three-quarters of all MBA graduates assume formal managerial 
roles and engage in significant managerial activities (Rubin & Dierdorf, 2009); the fact that 
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MBA graduates continue to find gainful employment implies that business school critics are 
naysayers, or employers have few pools from which to recruit. 
In sum, the purpose of the MBA degree is to develop leadership and management skills 
and potential. Business schools have always been focused on providing an environment for 
individuals to gain relevant management skills, but since the 1990s business schools have 
focused more on leadership. As it concerns leadership, the current focus is on global leadership, 
but scholars have varying opinions about whether having a global mindset can be taught. As it 
concerns management the consensus among researchers is that business schools are doing a poor 
job equipping MBA graduates with relevant skill sets.  
Current MBA Paradigm 
 While the science of managing organizations has remained the focus of MBA programs 
since Harvard’s 1908 program, the structural elements of what comprises an MBA program have 
changed markedly creating a heterogeneous landscape in the current MBA paradigm.  
Academics and curricula. In a comprehensive study of MBA core curricula across a 
sample of 25 top-ranked universities Segev, Raveh, and Farjoun (1999) identified six core 
curricular focus areas: communications and ethics, finance/marketing, decision/public, 
economics/international, industrial/human, and information systems. Of significance to this 
research is their finding that the top five leading MBA programs have vastly different structures 
in terms of overall curricular focus; this indicates that no single model can be looked at as the 
premier model; rather different programs excel based on institution-specific variables (e.g., 
student body, faculty, endowment, prestige, etc.) (p.562).  
In examining whether or not MBA program curricula is relevant to the competencies 
required of managers Rubin and Dierdorf (2009) found a general misalignment between  the 
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practice of management and course-content.  Rubin and Dierdorf reviewed curricula at 373 
AACSB accredited schools, and found that the MBA programs in their study leaned heavily 
towards courses related to the managerial task environment, and administration and control, and 
focused least on decision making processes, human capital management, and strategy and 
innovation. Rubin and Dierdorf (2009), citing Rubin and Dierdorf (2006), previously identified 
six primary managerial behavioral competencies, of which human capital management is most 
important. Overall, Rubin and Dierdorf (2009) contend that MBA programs by-and-large 
accomplish what they set out to deliver, which is content that is relevant to general managers. 
 One criticism of top-ranked MBA programs is that they are extremely exclusionary on 
the basis of cost, pedigree, or academic profile. While exclusivity is expected at prestigious 
business schools like Harvard, or Stanford, we must consider that not every student is capable of 
thriving in high caliber academic environments. McEvoy (2011) citing Hancock (2002) reported 
that students with weak conceptual skills learn more when a class is highly structured whereas 
students with strong conceptual skills do better in unstructured class settings. If a Professor were 
to experiment with an experiential learning method, or a simulation, this could put less 
intellectually-qualified students at a significant disadvantage. Bennis & O’Toole (2005) touched 
on this issue lamenting that Professors often teach down, instead of up, and DeAngelo et al. 
(2005) stated that even at top ranked business schools MBA students want to be spoon-fed with 
PowerPoint slides instead of taking their own notes. Along the same lines both Datar et al., 
(2010) and DeAngelo et al. (2005) note that across all business school environments there is a 
general decline in student engagement with the learning process, and students are giving less 
priority to academics, and more time to extra-curricular activities like networking, recruiting, 
planning club activities, and pursuing post-degree opportunities. 
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 Finally, the effectiveness of MBA programs in transferring useful knowledge may not be 
an issue of content within an MBA program, but rather an issue with student perceptions of 
MBA course usefulness. Cheng (2000) found that when MBA graduates perceived that a course 
they had taken was useful they were very likely to apply that knowledge within their work 
environment. Perceptions of course usefulness may also speak to the pedagogic approach taken 
by most highly ranked MBA programs, which is the case method. Lately business schools such 
as UCLA Anderson School of Business and USC Marshall School of Business have been 
experimenting with simulations and experiential learning with great success (Marshall, 2012; 
UCLA, 2012). 
 Distance education (online learning). While the advent of online MBA programs is less 
than a decade old, the impact of online business schools on the MBA paradigm is significant. 
In describing the disruptive innovation of online learning Christensen and Eyring (2010) 
state that current trends favor online educators: (a) the speed of the internet continues to 
increase—allowing for a much richer virtual experience; (b) online courses are being designed 
much better, and in a format that is more appealing to students; (c) the economic downturn has 
forced cost cutting at traditional higher education institutions; (d) for-profit and non-profit 
institutions alike now have access to a growing body of skilled instructors (p.212-213). 
For business schools offering traditional MBAs the threat of the online-school is no 
longer a threat; it’s a reality. While graduate degrees conferred by for-profit private institutions 
in 2011 only represented 6% of the total graduate degrees conferred nationwide, the number of 
graduate degrees coming out of the for-profit arena continues to trend upward (US Department 
of Education, 2012). There remains debate among pundits as to whether or not this trend is a 
positive development for higher education (Christensen and Eyring, 2010; Johnson, 2011). 
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Rossett (2002) discusses some of the misconceptions of distance education—specifically 
e-learning—finding that many believe (a) e-learning saves money—it can but schools do not 
plan appropriately for implementation; (b) e-learning is as simple as throwing a document online 
and asking students to retrieve it—that is called content delivery and it is not an effective 
pedagogic method; (c) e-learning is convenient—this is only true when the right infrastructure 
behind the technology has been established. 
While many for-profit, private, and public business schools have successfully implemented 
fully online or hybrid MBA programs, creating a quality learning experience may require more 
time than professors realize. In a study that examined the effect of technological, pedagogical, and 
student characteristics on student learning in internet-based MBA courses Arbaugh (2000) found 
that what was most important in perceived student learning was (a) ease of interaction in the virtual 
environment; (b) emphasis on interaction by the instructor; and (c) virtual classroom dynamics. In 
order for learning to take place in a virtual environment—whether synchronous or asynchronous—
there must be commitment from all participants to interact and learn together. Arbaugh (2000) 
raises the point that perhaps the idea of using online courses as a cost reduction tool for delivering 
MBA programs is unfounded given that the investment of time on the part of the participants may 
be more than what normally occurs in a physical classroom environment. 
Faculty. For most elite business schools, finding, recruiting, and retaining the right 
faculty is part of what builds on the prestige and image of an institution. World-class institutions 
have an image to sell, and part of that image is related to the pedigree of its faculty. Yet there is a 
bifurcation in the approach that business schools take in selecting faculty between the elite 
business schools, and other institutions. Lower ranked business schools make use of a much 
larger pool of adjunct faculty, while elite schools tend to invest in full-time and tenured tracked 
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faculty (Christensen & Eyring, 2010).  Cross and Goldenberg (2009) found that 68% of faculty 
appointments are not on a tenure track, and many faculty work part time.  Datar et al. (2010) cite 
statistics showing the number of tenure tracked professors is on the decline, whilst the number of 
adjunct faculty increased by 37% between 2000 and 2006. The most commonly cited reasons for 
the rise in adjunct faculty include competitive pressures in the higher education market, public 
demands for universities taking public funds to lower expenses, and faculty labor expense 
savings (Bettinger & Long, 2010). 
Business degree programs make ample use of adjunct faculty, but unlike most degree 
programs, (which are being pushed toward a temporary workforce model for economic reasons), 
the use of adjunct faculty in business courses is a necessity because of the applied nature of what 
is being taught (Khurana, 2007). Consider a tenured professor teaching marketing, yet the 
professor has never actually sold a product. While this might seem farfetched Bennis & O’Toole 
(2005) assert that this happens regularly when schools become more focused on esoteric 
research, and less focused on the practitioner aspects of business. In Bettinger and Long’s (2010) 
study on the impact of adjunct faculty on students, Bettinger and Long found that adjuncts are 
often more effective when it comes to fields that are directly tied to a profession (i.e., business, 
education, and engineering). Second, the overuse of adjuncts is not typical in elite institutions. 
For example Harvard Business School uses very few adjunct professors in its MBA faculty 
lineup, but for-profit schools like the University of Phoenix were only able to sustain their rapid 
growth because of the use of adjunct faculty (Datar et al., 2010; Bettinger & Long, 2010; Cross 
& Goldenberg, 2009). A unique aspect of Harvard Business School is that it only offers one 
version of its MBA degree (excluding joint degree opportunities), which enables Harvard to 
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preserve tenured faculty. In contrast business schools with multiple MBA program-variants rely 
heavily on adjuncts because of the faculty resources required to fulfil course specialization.  
Bettinger and Long (2010), Christensen and Eyring (2010), and Cross and Goldenberg 
(2009) seem to agree that the adjunct faculty model is here to stay. As Bettinger and Long (2010) 
posit,  as long as an institution has an integration plan on how to effectively use the adjunct-
model, universities can benefit from the wealth of knowledge and experience active practitioners 
bring into the classroom.  
Business school accreditation. The major accreditation body for elite business schools 
worldwide is the Association to Advance Collegiate Schools of Business (AACSB). Founded in 
1916 by elite universities seeking to legitimize the standing of their business schools, it has 
become a symbol of excellence for the business schools that are able to attain AACSB 
accreditation. AACSB accreditation is notoriously hard to achieve and costs are sometimes cost 
prohibitive for smaller business schools seeking to legitimize their standing. In one study, a 
school reported spending over $100,000 just on the preliminary application process (Roberts, 
Johnson, and Groesbeck, 2006). Because of the exclusivity of the schools within its ranks, many 
of the for-profits have had a hard time getting in. For example, the University of Phoenix’s 
School of Business has never been admitted to the AACSB and took a different accreditation 
with the Association of Collegiate Business Schools and Programs (ACBSP) (University of 
Phoenix, 2014). 
 The purpose of accreditation is to set standards to ensure quality in the education process; 
in most cases accreditation is a voluntary, nongovernmental process that is comprised of an 
independent review of a school’s ability to provide quality programs. (AACSB, 2012). In order 
for a business school to even be considered for AACSB accreditation there are a few 
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prerequisites including (a) joining AACSB international; (b) being a degree granting school in 
business or management; (c) possessing sufficient capital resources; and (d) ensuring that all 
degrees granted by an institution are reviewed simultaneously (AACSB, 2012). 
 While the AACSB is highly respected, it is not without its critics. Studies by Francisco, 
Noland, and Sinclair (2008), Heriot, Austin, and Franklin (2009) , and Roberts, Johnson, and 
Groesbeck (2006) all highlight the high cost and bureaucratic structure of the AACSB. While 
these studies were not exclusively critical, the studies did bring to light the fact that the 
application process is very taxing on financial, faculty, and administrative resources. In a review 
of the AACSB accreditation process by Henderson and Jordon (1990), the authors noted that the 
AACSB has been criticized because it is dominated by deans at large research universities and 
the standards are applied in ways that severely limit the number of schools that can realistically 
aspire to be accredited (p.1); a recent review of the AACSB board of directors by the researcher 
confirms that this critique is largely still valid (AACSB, 2012). 
Business school rankings. Perhaps one of the stranger aspects of the MBA paradigm is 
business school rankings because of what Bradshaw (2007) calls the love hate relationship: there 
is broad consensus that business school rankings are flawed, inconsistent from year to year, and 
inconsistent between and among the publications that bother with business school rankings 
(Adler & Harzing, 2009; Bradsahw, 2009; Fee, Hadlock, & Pierce, 2005). Yet Adler and Harzing 
(2009), Bradsahw (2009), and Fee, Hadlock, and Pierce (2005) all point to the same issue: 
business schools fall prey to the rankings game. Fee, Hadlock, and Pierce (2005) found that 
drops in ratings coincided with deans either stepping down or being removed.  
 To be dependent on an arbitrary ranking system is a flawed approach to self-regulation 
and evaluation, yet this behavior is institutionalized, both by business schools and by students. 
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Students regularly use published rankings to assess where to pursue an MBA, and in the same 
vein, 96 out of the top 100 business schools on the Financial Times refer to their ranking on their 
website (Bradshaw, 2009).  
 Playing the rankings game comes with long term consequences according to DeAngelo et 
al. (2005). DeAngelo et al. (2005) found that rankings myopia creates a highly chaotic business 
school environment, whose turmoil impedes student learning and faculty knowledge creation; 
distortions in the MBA curriculum; pressure to trade instructional quality in undergraduate and 
other graduate programs; adverse changes in the student composition of MBA programs versus 
other programs; temptation to manipulate school data being supply to the media; and reduced 
emphasis on Ph.D. education, with long-run damaging consequences for future knowledge 
creation (p.20-21). 
Economics of the MBA degree. All business schools dependent on a market transaction 
to generate income, (whether for-profit, non-profit, or public), are subject to market forces. The 
basics of supply and demand tell us that the more something is desired, or the more unique it is, 
the higher its price can be; conversely if something is not desired, or is very common, its price 
will be lower. Demand for higher education is somewhat inelastic, though with business schools 
this is usually not the case. It is well-documented that business school admissions are cyclical, 
and university administrators often retool their programs during market downturns (DeVise, 
2012). Yet DeVise (2012) highlights some worrisome trends including: (a) full-time MBA 
admissions have dropped by one-fifth between 2010 and 2011; and (b) the number of American 
students taking the GMAT is at a 5-year low. In an empirical analysis of supply and demand 
forces in the business school market Sohi, Son, and Tang (2008) found that while employers are 
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demanding that business schools prepare graduates with particular skills and knowledge, 
business schools are doing an inadequate job. 
Business schools used to be able to make a sound argument that lost opportunity costs 
experienced by students attending full-time MBA programs would be recouped in a few years-
time; now this is no longer the case. Many starting salaries of new MBAs are much less than the 
cost of attendance, and even more troubling: new MBA graduates are finding it hard to even get 
a job, much less a high paying salary (DeVise, 2012). Damast (2010) reports that American 
business schools are increasingly looking abroad for new a new market (e.g., Africa, India) since 
the higher education market in the US is becoming increasingly volatile. With signs that an 
economic recovery is still years away, business school deans are evaluating their options, albeit 
very few have the resources to take the kind of action that is necessary to retool entire programs 
(Appelbaum, 2012). USC’s Marshall School of Business recently retooled its MBA curriculum; 
however Marshall shares in USC’s 3.5 billion dollar endowment (USC Marshall School of 
Business [Marshall], 2014).  Smaller for-profit business schools have less overhead and can offer 
alternative MBA programs (e.g., fully online) without risking much in terms of reputation; more 
prestigious business schools have larger endowments to fall back on. Mid-ranked business 
schools are caught somewhere in the middle with little to attract new MBA students at current 
program costs (Black Issues in Higher Education, 2003). 
In a free-market actors who do not conform to the rules of the market inevitably fail. 
Business schools are at the precipice of failure because they are no longer providing a relevant 
product, but yet are continuing to charge a premium when demand is shrinking for its flagship 
product: the 2-year MBA program. Christensen & Eyring (2011) argue that universities have 
largely been immune from fluctuations in the economy because of the inelasticity factor, and 
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because of the power of prestige in the higher education marketplace. Because the value-add of 
the product is hard to measure, actors rely on past performance as a predictor of future gains. 
Specifically, employers take it for granted that top-tiered business schools will produce high-
caliber MBA graduates, and prospective students take it for granted that the prestige associated 
with a particular business school is a professional value-add that others in the market will 
recognize. While accreditation has been discussed it is important to highlight its role as a buffer 
between higher education, and the market forces that should be driving corrective action. The 
external oversight inherent in the accreditation process is an important piece of an institution’s 
ability to provide quality programs; it is also a criterion by which outsiders judge the merits, 
reputation, and overall-health of a particular program. Yet, if the oversight being provided is led 
exclusively by academic-insiders, many who may even be directly involved in auditing their own 
institution, the whole process is arguably fraught with conflicts of interests (Christensen & 
Eyring, 2011). A review of the AACSB 2014 board of directors reveals that almost all members 
are exclusively from academia implying that the diverse and heterogeneous perspectives needed 
for change may not be present (AACSB, 2014).  
It would appear as though this seeming free-ride is at an end, and business schools must 
now deal with the reality that they are vulnerable. The theme consistently weaved throughout the 
Spellings Commission Report discussed in an earlier section is without serious self-examination 
and reform, institutions of higher education risk seeing their market share substantially reduced 
and their services increasingly characterized by obsolescence (US Department of Education, 
2006, p.xiii). Business schools are operating in some of the worst economic conditions since the 
great depression, and the lifelines that sustained them in the past are getting further from reach. 
In 2009 even Harvard had to implement retrenchment strategies (i.e., cost cutting measures) 
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because its endowment shrank by over $11 billion dollars (Christensen & Eyring, 2011). 
Companies have become reticent to subsidize MBA degrees, even going so far as to consciously 
shun MBA graduates in favor of internally mentored and developed human resources (Ashton, 
2012; DeVise, 2012). The government has also started shifting attention and resources to other 
areas of higher education such as public 2-year colleges, and there still remains the question of 
whether or not the more than $1trillion in US student loan debt is sustainable (Bonner, 2012). 
Finally business schools are feeling the heat from competitors in the for-profit market who have 
fundamentally changed the landscape of higher education. It is not so much that for-profits are 
doing a better job of creating a better educational product or learning experience; rather, for-
profits are playing according to the rules of the market and thus are more agile, responsive, and 
administratively efficient (Christensen & Eyring, 2011). In the for-profit space program 
specializations that are not profitable are quickly axed, and rises in program demand are met by 
drawing heavily on non-tenured adjuncts and professors of practice (Datar et al., 2010, p.26). 
Critiques and Challenges for the MBA degree 
Blass and Weight (2005) in a review of the state of graduate business education found 
that the primary challenge for the MBA degree is that the market is no longer certain of its value. 
Recruiters are no longer sure that MBA graduates are capable of fulfilling senior management 
roles, graduates are no longer sure that the price of the degree is worth the expense and lost 
opportunities, and business schools keep focusing on esoteric business research. 
The change in the perceived value of the MBA degree by private business is arguably the 
biggest challenge for business schools today (Bailey et al., 1999; Hindo, 2002; Khurana, 2007; 
Kiki, 2011). Many companies would rather nurture and develop employees internally rather than 
hire novice graduate students that may not have practical business experience, or that lack an 
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understanding of their organizational culture (Datar et al., 2010, p.32).  Overall, there is a general 
consensus among professionals and academics alike that graduates are unprepared for the 
realities of management and leadership (Blass & Weight, 2005).  
In relation to the perceived value of an MBA, perhaps a novel way of approaching this 
issue is to consider why an economic lens is usually the lens through which we evaluate and 
question the worth of the MBA degree. Baum & McPherson (2011) pose the question is 
education a public good or a private good? Baum & McPherson conclude that it is not one or the 
other, but it is a relevant inquiry for the MBA because of how most graduate business students 
perceive the MBA (i.e., the quickest route to power, status, and financial gain) (Mintzberg, 
2005).  Monetizing the value of education simply because there is a cost attached to it is a 
slippery slope. On the one hand most of the individuals in the market for a full-time MBA can 
ill-afford not to have a return on their investment; yet this perspective may be one reason why so 
many practitioner-based programs are filled with specialty tracks and focuses. The UCLA 
Anderson School of Business has three different career tracks for full-time MBAs, and the 
Marshall School of Business at USC has a flexible curriculum it calls its core; tuition in both 
programs is approximately $50,000 per annum (Marshall, 2012; UCLA Anderson, 2012). The 
point is that with such a high-cost of attainment schools feel pressured to offer more to students 
in the way of flexibility and specialization, a practice that McKendall & Lindquist (1997) argue 
is actually reducing the value of graduate business education considerably. Revisiting Baum & 
McPherson’s (2011) original question: there are social goods associated with higher education, 
but most MBA programs are tailored to the individual (e.g., I versus we). While there are MBA 
specializations for non-profits, to the extent that an MBA degree is explicitly tailored to better 
society has been debated. Khurana (2007) argues that business schools were originally formed 
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for a public good to provide structure to America’s evolving industrial society. McMahon (2009) 
argues that there are social many goods that are overlooked when evaluating the value of 
education to society at large including better health, better child education, better child cognitive 
development, greater longevity, more efficient household, purchasing, among many other 
benefits (Jaschik, 2009, para. 1). We can certainly assume that MBA graduates will enjoy many 
of these benefits in tandem with earning higher wages, but the reality is that one’s investment in 
an MBA is always going to be perceived as highly-personal as long as MBA programs are 
marketed and viewed through an economic lens. 
Within the sphere of legal considerations related to the challenges facing MBA programs, 
one issue stands out: the regulatory context surrounding for-profit institutions of higher learning 
and access to Title IV funds (Johnson, 2011, p.3). Considering that the number of for-profit 
institutions granting MBA degrees is expected to rise significantly by 2021, examining how 
current and proposed legislation affects the ability of for-profit institutions to operate is 
important (US Department of Education, 2012b). 
Financial growth in the for-profit education industry has evolved at an astounding rate. 
Between 2000 and 2003 the stocks of for-profit postsecondary institutions rose 460%, and only 
as of late has this growth rate tapered off (Johnson, 2011). For-profit institutions of higher 
education are not new, but the transformation of loosely associated fly-by-night schools into lean, 
efficient, and tightly integrated corporations is unprecedented. Corporations like the Apollo 
Group (University of Phoenix), Career Education Corporation (American InterContinental 
University), Corinthian Colleges, Inc. (Everest College), DeVry, Inc. (DeVry University), and 
Laureate Education (Walden University) are Wall Street darlings churning out billions of dollars 
revenue each year. The largest of these corporations, the Apollo Group, had revenues of $4.925 
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billion in 2010, a 36% rise over 2 years (Christensen & Eyring, 2011; Johnson, 2011). The idea 
that for-profit institutions of higher education are changing the way that Americans view quality 
and access to education has become apparent; in fact, in 2009 the University of Phoenix enrolled 
355,800 new students, roughly 150,000 more than the total enrollment for the University of 
California school system (Christensen & Eyring, 2011, p. 8).  
The current success of the for-profit model is due to various legislation and amendments 
passed in 1965, 1972, and 1979 that gave students at for-profit institutions of learning access to 
the government's Guaranteed Student Loan Program, and access to federally backed student 
loans from private lenders (Johnson, 2011). The ability of their students to receive government 
aid is largely what allows for-profit institutions to even exist. The University of Phoenix alone 
received an estimated $1 billion from Pell Grants in 2010, along with $4 billion from federal 
loans (Cary, 2010, para. 4). Albeit the legislation enabling students at for-profit institutions to 
receive government aid is dated, the market forces pushing Americans to pursue higher 
education are relatively new. Whereas in years-past the importance of secondary education was 
disputed, the transformation of America’s economy into a knowledge-economy has resulted in a 
situation where most professional jobs require, at a minimum, an undergraduate degree. Rapid 
transformations in America’s economy also threaten the value of a bachelor’s degree because of 
the degree’s commonality in the face of an increasingly competitive job market (University of 
South Florida, 2012, para. 2). Thus, the attractiveness of pursuing a graduate level degree at a 
for-profit institution is attractive, especially for individuals that are excluded from entry into 
more traditional non-profit institutions of learning. 
The continued success of for-profit institutions of higher learning is critically tied to their 
ability to secure federal financial aid support for their students under Title IV of the Higher 
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Education Act (Johnson, 2011, p.4). However, regulators are growing increasingly worried that 
the melt-down that occurred in the subprime mortgage market is going to be replicated in the 
student debt market. Approximately one in four students making use of student-loans at for-
profit institutions are unable to pay those loans back three years after they enter repayment 
(Sridharan, 2012, p.1). While public universities and non-profits have multiple revenue streams, 
revenues at for-profit institutions are primarily generated by student-enrollments meaning that 
for-profit institutions place a heavy emphasis on recruitment, even if this means encouraging 
students to take on debt that they likely cannot afford (Clemmitt, 2011; Johnson, 2011; 
Sridharan, 2012;). 
In 2010 the US Department of Education established new student aid rules to better 
protect borrowers, as well federal tax payers who ultimately bear the cost of student-loan 
defaults. Four key areas were addressed: (a) accountability for gainful employment; (b) 
protection from misleading or overly aggressive recruiting practices, and state oversight 
responsibilities; (c) student eligibility; and (d) program eligibility and appropriate aid amounts 
(US Department of Education, 2010). However, recent analyses of these changes by stakeholders 
within academia imply that the changes do not go far enough in curtailing the actions of for-
profits who pressure unqualified students into expensive programs that provide little or no 
meaningful training or job prospects simply to prop up enrollment numbers and stock prices 
(Johnson, 2011, p.3). 
While many questions about the effectiveness of the regulatory environment for for-profit 
institutions remain unanswered, the affect these institutions have on the future of MBA programs 
is quite apparent. Considering the sheer number of students gravitating toward for-profit 
schooling, the market forces pushing America’s workforce to attain graduate level degrees, and 
 50 
 
the way for-profits have fundamentally changed pedagogical methods through online-
technology, future legislation will need to address how to best integrate the for-profit education 
model into the fold. In addition, the framework for future MBA programs must also integrate the 
ideas and contributions of the for-profit MBA model, since a significant subset of the education 
market has already adopted their product. 
A final challenge to note is the issue of business schools trying to find a balance between 
application and the pursuit of research: research which may or may not be relevant to practicing 
managers (Almog-Bareket, 2011). Many academics have called for a balance between a research 
model and a practitioner model (Bennis & O’Toole, 2005; Vaara & Fay, 2011), and Khurana 
(2007) goes as far as asserting that business should be considered a profession, similar to 
medicine or law. Yet we must remember that no amount of schooling can replicate what actual 
work experience does for an individual in a particular position. Even if MBA programs did 
require a 2-year practicum the reality is that there is a finite amount of time for which practicum 
can be considered relevant. When we look at other practitioner based disciplines such as the legal 
and medical fields, no amount of residency can replicate what time and experience in the field 
does for personal and professional development. The question must then be posed, should we 
reasonably expect MBA programs to provide well-polished and apprised graduates? Or more 
specifically should the students who are graduating already have a good command of the 
interpersonal and conceptual skills necessary to be an effective manager or leader? Hollenbeck 
and McCall (2003) argue that competence, not competencies is what is necessary to make global 
executive development work. Professional development begins with a clear focus of the business 
need, and experience drives development. In many cases the actual business-needs of a particular 
firm are not defined in relation to the goals of any single MBA program so it is highly unlikely 
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that MBA graduates will come into an organization with the exact skill sets necessary to perform 
perfectly from day-one. While it is true that interpersonal and conceptual skills are, in general, 
soft-skills that transcend any single environment, the reality is that each organization (and the 
culture of the organization) is different. Yukl (2010) states that the facilitating conditions of 
effective leadership are the characteristics of the leader, the follower, and the environment, 
implying that firms should not have unreasonable expectations when it comes to evaluating the 
merits or value of the MBA degree.  
In sum, there are several challenges facing the MBA degree. The primary challenge is 
that the MBA degree is facing an identity crisis and its perceived value among private industry is 
diminishing. As private industry grows weary of what it sees as a diminishing return, new 
players have entered the market and are offering alternative products of much lower quality 
thereby further diluting the market and exacerbating quality and connectedness issues.  Pundits at 
all levels are calling on business schools to become better aligned with private industry needs, 
but there are concerns that business schools have become too specialized. Following is a review 
of five Southern California MBA programs. 
Review of Five Southern California MBA Programs 
 The researcher presents a review of five Southern California MBA programs along the 
lines of curricula, pedagogical approach, program structures and architectures, methods of 
program delivery, rankings, tuition, and student demographics. The researcher used each 
business school’s website as the primary source of data, and no attempt was made to verify the 
information beyond what each institution posits to be factual information about their respective 
business schools, programs, and methods; in addition US News & World Report’s 2015 Best 
Business Schools list was used as the source of ranking data (USNWR, 2014). The data 
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presented in this review was used in the inquiry of research question 3 as described in Chapter 3; 
findings and discussion were included in Chapter 4 and Chapter 5, respectively. This review 
focuses only on the full-time MBA programs at each institution listed below, though the 
researcher does make note of important program variations (e.g., EMBA, FEMBA, etc.). The 
schools reviewed by this research were: 
1. A. Gary Anderson Graduate School of Management (AGSM) at the UCR School of 
Business Administration 
2. UCLA Anderson School of Management 
3. Graziadio School of Business and Management at Pepperdine University 
4. USC Marshall School of Business 
5. Paul Merage School of Business at UC Irvine 
 
A. Gary Anderson Graduate School of Management, University of California 
Riverside. The A. Gary Anderson Graduate School of Management (AGSM) is co-located with 
the University of California Riverside’s undergraduate business program within the UCR School 
of Business Administration (SoBA). AGSM dates back to 1970 when it was called the UC 
Riverside School of Business Administration, but the name was changed subsequent to a $5 
million dollar donation by the A. Gary Anderson Foundation in 1994 (A. Gary Anderson 
Graduate School of Management [AGSM], 2014). AGSM is AACSB-accredited and has been 
since 2003 (University of California, 2003). AGSM offers a standard 2-year full-time MBA 
program, but recently began offering an Executive MBA Program (EMBA); SoBA has plans for 
a Business Ph.D. Program starting in 2013 (AGSM, 2014). As one of the few research 
universities in the Inland Empire region of Southern California, AGSM likes to tout its various 
business partnerships with Inland Empire companies specializing in biotechnology, 
nanotechnology, information technology, communications, and health care and pharmaceuticals 
(AGSM, 2014). The four main specialties of research at SoBA include behavioral decision 
research (BDR), e-commerce—within its Sloan Center for Internet Retailing, supply chain 
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management—within its Research Center for Supply Chain Management, and finance—within 
its Institute of Empirical Financial Research. Table 1 represents a concise summary of the 
important aspects of the full-time MBA program at AGSM. 
Anderson School of Management, University of California Los Angeles. The UCLA 
Anderson School of Management founded in 1935 during the Great Depression began as a 
vocational business school; the school taught business skills such as typing, shorthand, and 
penmanship to practitioners. Though the board of UC Regents authorized an MBA program in 
1939, its primary concentration on graduate education did not occur until the mid-1950s (UCLA 
Anderson School of Management [UCLA Anderson], 2014). Currently UCLA Anderson offers 
both degree and non-degree programs, but its core focus is on its full-time MBA and Executive 
MBA programs (UCLA Anderson, 2014).  
 UCLA Anderson is structured around specialized research centers and practices included 
economic analysis and consulting, finance and investments, entertainment, entrepreneurship and 
business innovation, real estate, and international business (UCLA Anderson, 2014). The MBA 
program is structured around four career tracks: marketing, consulting, finance, or custom, with 
each track requiring a combination of electives and extracurricular activities. Students also have 
the option of customizing the core courses that they take, as part of UCLA Anderson’s market-
facing curricular model; while certain core courses must be completed by all MBA students, the 
order or sequence in which requirements can be fulfilled is largely up to the student. In selling 
the program, UCLA Anderson primarily focuses on its location in Southern California, its 
curriculum, its faculty, its alumni network, and its diverse student body. The program accepts 
360 students per year into its full-time MBA program, and students follow a cohort model, which 
is common in most full-time MBA programs (UCLA, 2012). UCLA Anderson was accredited by 
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AACSB in 1939. Table 2 represents a concise summary of the important aspects of the full-time 
MBA program at UCLA Anderson. 
Graziadio School of Business and Management, Pepperdine University. The 
Graziadio School of Business was founded at Pepperdine University in 1969 as the School of 
Business. Graziadio began by offering undergraduate and graduate business degree programs, 
but did not actually offer a full-time MBA program until 1988 (Graziadio School of Business 
and Management [Graziadio], 2014). At the present Graziadio offers MBA programs for 
working professionals, full-time students, and executives. For part-time students Graziadio offers 
a Fully Employed MBA, and a joint bachelor's and MBA; for executives, an Executive MBA, 
and Presidents and Key Executives MBA; and for full-time students a full-time MBA, 
International MBA, JD/MBA, MBA/Master of Public Policy, and a 5-year BS/MBA. 
 As a private Christian university Pepperdine is primarily focused on service, values, and 
leadership; this approach filters down to its business school as Graziadio’s stated mission is to 
develop values-centered leaders and advance responsible business practices (Graziadio, 2014). 
Graziadio places a significant emphasis on student-service, as well as scholarly pursuits in the 
areas of leader-values, ethics, global corporate citizenship, and sustainability. Graziadio also 
partners with nonprofit organizations that are aligned with the business school’s values-centered 
approach (Graziadio, 2014). Graziadio has a very broad market profile for its MBA programs 
and solicits to a wide range of students with diverse needs and backgrounds. A unique aspect of 
the variability within its program offerings is its tiered EMBA offering: an executive program for 
those with at least 7 years-experience in a management position, and a president’s program for 
those with at least 10 years-experience in a senior management position.  Graziadio enrolls 
approximately 376 students into its full-time MBA program each year (Graziadio, 2014). Table 3 
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represents a concise summary of the important aspects of the full-time MBA program at 
Graziadio. 
Marshall School of Business, University of Southern California. The Marshall School 
of Business at the University of Southern California was founded in 1920, and is the oldest 
AACSB accredited school in Southern California. Marshall serves both the undergraduate and 
graduate community, and offers degrees at the bachelor’s, master’s, and doctoral level. Marshall 
places an emphasis on entrepreneurship and innovation, collaborative research, social 
responsibility, and creating a global environment for its students. It is one of the few MBA 
programs in the United States that requires overseas fieldwork as part of its PRIME experiential 
learning experience.  
In 2010 Marshall retooled its MBA curriculum creating what it calls its Core, which 
allows students to personalize their learning experience but provides a structure that ensures 
discipline-based depth (Marshall, 2014). Marshall has also replicated this approach within its 
undergraduate accounting and business administration programs as well. 
Marshall invests heavily in its image as a research university, producing world class 
research in the fields of accounting, finance and business economics, information and operations 
management, marketing, management and organization, management communication, and 
entrepreneurship. Research in these fields takes place in one of 11 Centers of Excellence, with 
Marshall ranked as number 12 in the world in research productivity based on rankings compiled 
by the University of Texas (Marshall, 2014). 
When marketing its full-time MBA program, Marshall prides itself on its world-class 
faculty, strong alumni network, and very diverse student body. Marshall hosts a student body of 
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approximately 220 full-time MBA students each year (Marshall, 2011). Table 4 represents a 
concise summary of the important aspects of the full-time MBA program at Marshall. 
Paul Merage School of Business, University of California Irvine. The Paul Merage 
School of Business at the University of California Irvine was founded in 1965 as the Graduate 
School of Administration. Beginnings for the business school were humble and only five 
master’s students were admitted in its inaugural class. By 1971 that number had grown to 41 
master’s students, but the school also added 20 doctoral students. Today Merage has a graduate 
body averaging about 900 students, with full-time MBA students comprising 22% of the total; 
part-time MBAs, executive MBAs, and doctoral students make up the remaining 78% (UCI Paul 
Merage School of Business [Merage], 2014).  
Merage is structured around six Centers of Excellence, with research practices in the 
areas of innovation and entrepreneurship, global leadership, real estate, health care management 
and policy, digital technology, and investment and wealth management. Within its MBA 
program Merage focuses on global leadership and technology as topics of emphasis. For example 
its optional capstone course, EDGE, explores the crucial roles of globalization, technology, and 
strategic innovation in leader decision making (Merage, 2014). 
Merage also focuses on creating what it calls real-world learning opportunities. Examples 
include its business plan competition—which allows students to compete for potential seed 
money up to $1 million dollars, its social responsibility initiative—which allows students to 
work on a pro bono basis with nonprofit organizations, and its Polaris Investment competition—
which allows students to manage hedge funds with seed capital provided by outside investors; at 
the end of the competition students are able to keep the proceeds to help pay for tuition.   
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While Merage is relatively young (under 50 years old) it has racked up a number of 
impressive accomplishments including its MBA program being ranked among the top 50 
business schools nationally, and in the top 20 among US public business schools (Merage, 2014). 
Part of the success of the Merage MBA program is related to its selective student recruitment 
practices, focus on faculty, and strong corporate relationships. Table 5 represents a concise 
summary of the important aspects of the full-time MBA program at Merage.  
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Table 1 
AGSM Full-Time MBA Program Key Information 
Statement of Purpose 
 The motto of the MBA program at the A. Gary Anderson Graduate School of 
Management (AGSM) is "Leading Thinkers, Leading Growth," a reflection of our 
mission to produce leaders whose ability to think about the challenges they face 
will provide them with skills to lead growth in both our region and the world. 
Pre-requisite Course(s)  Quantitative Methods for Management 
Core Courses 
 Organizational Behavior and Theory, Statistics for Management, Financial 
Management,  Managerial Economics, Information Systems,  Operations 
Management for Competitive Advantage,  Marketing Management, Financial 
Accounting, Strategic Management 
Elective Courses or 
Areas of Study 
 Accounting, Entrepreneurial Management, Finance, General Management, Human 
Resources Management/Organizational Behavior, International Management, 
Management Information Systems, Management Science/Operations 
Management, Marketing 
Fieldwork Method  Internship 
Capstone Course  Integrative course using team-teaching 
Pedagogic 
Approach(es) 
 Lecture, case method, structured seminars, directed-study, self-study 
Program Structures and 
Architectures 
 Number of Required Courses: 9 
 Number of Required Elective Courses: 7-9 
 Order of Core Courses: *Flexible 
 Concentrations or Specializations: **Non-specific 
Method of Delivery  Classroom format 
Ranking  Rank not published by US News and World Report, 2015 data 
Tuition 
 In-state, full-time: $12,748 per year ($25,496 total) 
 Out-of-state, full-time: $16,830 per year ($33,660 total) 
Program Length  2-years 
Alternative Formats  Part-time MBA, Executive MBA (EMBA) 
Student Demographics 
 Gender: Men: 47%, Women: 53% 
 Origin: Domestic: 23%, Foreign: 77%, 
 Student Profile: Average age: 25, Average total years of work experience: 2.9 
years 
 
Note. Based on data from AGSM (2014) and US News & World Report’s 2015 Best Business 
Schools report (USNWR, 2014). 
 
*Refers to the pre-requisite structure of core-courses. If students can take core courses in any 
order this research has noted this as flexible; if a specific order is required the researcher has 
noted this as rigid 
 
**If no specialization or concentration is specified (e.g., entrepreneurship) then the term non-
specific will be used 
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Table 2 
UCLA Anderson Full-Time MBA Program Key Information 
Statement of Purpose 
 The mission of UCLA Anderson School of Management is to lead 
management thinking and prepare the next generation of leaders for 
institutions across the globe. 
Pre-requisite 
Course(s) 
 Differential calculus 
Core Courses 
Marketing Track Finance Track Consulting Track 
 Market Assessment 
 Consumer Behavior 
 Brand Management 
 Online Marketing & Web 
Analytics 
 New Product 
Development 
 Applied Management 
Research (AMR) 
Program 
 Corporate Finance 
 Investment Management 
 Venture Capital and 
Private Equity 
 Global Macroeconomics 
 Financial Statement 
Analysis 
 Applied Management 
Research (AMR) Program 
 International Business 
Strategy 
 Market Entry Strategy 
 Global Operations 
Strategy 
 Economic Consulting 
 Pay & Rewards in 
Organizations 
 Applied Management 
Research (AMR) Program 
Basic Core Courses 
Data and Decisions, Financial Accounting, Managerial Economics, Foundations 
of Finance, Organizational Behavior, Operations Technology Management, 
Marketing Management, Business Strategy, Communication Development for 
Leaders I & II 
Elective Courses or 
Areas of Study 
 Accounting, Marketing, Strategy and Organization, Finance, Production and 
Operations Management, Human Resource Management 
Fieldwork Method  Internship 
Capstone Course  Applied Management Research (AMR) Program 
Pedagogic 
Approach(es) 
 Lecture, case method, simulations, team projects 
Program Structures 
and Architectures 
 Number of Required Courses: 9 
 Number of Required Elective Courses: 14 
 Order of Core Courses: Flexible 
 Concentrations or Specializations: Marketing, Finance, Consulting, Custom 
Method of Delivery  Classroom format 
Ranking  #16 out of the top 100 business schools in the United States 
Tuition 
 In-state, full-time: $52,112 per year ($104,224 total) 
 Out-of-state, full-time: $57,112 per year ($114,224 total) 
Program Length  2-years (21 months) 
Alternative Formats 
 Fully Employed MBA (FEMBA), Executive MBA (EMBA), Global EMBA 
for Asia Pacific, Global EMBA for the Americas 
Student Demographics 
 Gender: Men: 66%, Women: 34% 
 Origin: Domestic: 68%, Foreign: 32%, 
 Student Profile: Average age: 29, Average total years of work experience: 5.0 
years 
 
Note. Based on data from UCLA Anderson (2014) and US News & World Report’s 2015 Best 
Business Schools report (USNWR, 2014). 
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Table 3 
Graziadio Full-Time MBA Program Key Information 
Statement of Purpose 
 The mission of the George L. Graziadio School of Business and Management is to 
develop values-centered leaders and advance responsible business practice 
through education that is entrepreneurial in spirit, ethical in focus, and global in 
orientation. As a professional school growing out of the tradition of a Christian 
University, we seek to positively impact both society at large, and the 
organizations and communities in which our students and graduates are members. 
Therefore, we affirm a higher purpose for business practice than the exclusive 
pursuit of shareholder wealth. We believe that successful management seeks 
collective good along with individual profit and is anchored in core values such as 
integrity, stewardship, courage, and compassion. 
Pre-requisite Course(s) 
 For 1 year MBA only: Macroeconomics, Microeconomics, Managerial 
Accounting, Financial Accounting,  Managerial Finance (upper division), 
Marketing Management (upper division), Statistical Methods 
Core Courses 
 Financial Accounting, Cost Accounting, Economic Concepts, Applied Data 
Analysis, Managerial Economics, Information Resources and Technology, 
Finance, Marketing, Managing Within the Legal, Ethical and Governmental 
Environment, Personal Development for Leadership, Theories and Models of 
Organization, Macroeconomic Analysis, Technology and Operations 
Management, Quantitative Business Analysis, Strategic Management 
Elective Courses or 
Areas of Study 
 Digital Innovation and Information Systems, Dispute Resolution, 
Entrepreneurship, Finance, Leadership and Managing, Organizational Change, or 
Marketing 
Fieldwork Method  Education to Business (E2B) program,  Study Abroad 
Capstone Course  Strategic Management 
Pedagogic 
Approach(es) 
 Lecture, team projects 
Program Structures and 
Architectures 
 Number of Required Courses: 15 
 Number of Required Elective Courses: 8 
 Order of Core Courses: Flexible 
 Concentrations or Specializations: Dispute resolution, Entrepreneurship, Finance, 
Marketing, Leadership and Managing Organizational Change 
Method of Delivery  Classroom format 
Ranking  #76 out of the top 100 business schools in the United States 
Tuition  Full-time (20 month program): $87,860 total 
Program Length 
 1 year, 15 month, and 20 month options available (depending on work history and 
undergraduate degree focus) 
Alternative Formats 
 Fully Employed MBA (FEMBA), International MBA, JD/MBA, MBA/MPP, 
Executive MBA (EMBA), Presidents and Key Executives MBA, 5-Year 
BS/MBA, Joint BSM and MBA 
 Study abroad (Fall semester in year-2 of the full-time MBA program) 
Student Demographics 
 Gender: Men: 46%, Women: 54% 
 Origin: Domestic: 59%, Foreign: 41%, 
 Student Profile: Average age: Not specified, Average total years of work 
experience: Not specified 
 
Note. Based on data from Graziadio (2014) and US News & World Report’s 2015 Best Business 
Schools report (USNWR, 2014). 
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Table 4 
 
Marshall Full-Time MBA Program Key Information 
Statement of Purpose 
 The USC Marshall School of Business aims to be a leader in educating 
tomorrow's global business leaders, creating knowledge of management and the 
business environment, and addressing critical problems facing business and 
society, both locally and across the world. We will build on our strategic 
foundations in educational programs and thought leadership and fully activate our 
distinctive assets so that USC Marshall becomes a global hot spot for education, 
study, and advancement of business and society 
Pre-requisite Course(s) 
 Calculus 
 Orientation course, Three-week Course with coursework in leadership, ethics and 
management communication, strategy, microeconomics, statistics, and financial 
accounting 
Core Courses 
 Management Communication for Leaders, Accounting Concepts & Financial 
Reporting, Microeconomics for Management, Managerial Statistics, 
Organizational Behavior for Leadership, Management Accounting, Contemporary 
Issues in Competitive Strategy, Operations Management, Marketing Management, 
Corporate Finance, Operations Management or Marketing Management or 
Corporate Finance, Global Context of Business 
Elective Courses or 
Areas of Study 
 Accounting, Entrepreneurship, Finance, Information and Operations Management, 
Management and Organization, and Marketing 
Fieldwork Method  Internship, international exchange program, PRIME 
Capstone Course  *GSBA 580, The Global Context of Business 
Pedagogic 
Approach(es) 
 Case method, experiential learning, simulations, limited lecture 
Program Structures and 
Architectures 
 Number of Required Courses: 11 
 Number of Required Elective Courses: 20-24 
 Order of Core Courses: Rigid 
 Concentrations or Specializations: Non-specific 
Method of Delivery  Classroom format 
Ranking  #27 out of the top 100 business schools in the United States 
Tuition  Full-time: $56,736 first year, $47,280 second year ($104,016 total) 
Program Length  2-years (20 months) 
Alternative Formats 
 MBA for Professions and Managers (Part-time MBA), Executive MBA (EMBA), 
IBEAR MBA (1-year accelerated MBA),  
Student Demographics 
 Gender: Men: 69%, Women: 31% 
 Origin: Domestic: 77%, Foreign: 23%, 
 Student Profile: Average age: 28, Average total years of work experience: 5 
 
Note. Based on data from Marshall (2014) and US News & World Report’s 2015 Best Business 
Schools report (USNWR, 2014). 
 
*GSBA 580 must be taken during the second-semester of the first year of instruction; the second 
year of instruction is comprised of elective courses of study (based on specialization) 
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Table 5 
Merage Full-Time MBA Program Key Information 
Statement of Purpose 
 The Paul Merage School of Business will enhance socially responsible and 
sustainable growth in the global economy through: strategic innovation, analytic 
decision making, informational technology, and collaborative execution. 
Pre-requisite Course(s)  Orientation course, Management of Complex Organizations 
Core Courses 
 Management of Innovative Organizations, Statistics for Management, 
Management Science, Operations Management, Organizational Analysis, 
Financial and Managerial Accounting, Microeconomics, Macroeconomics or 
Business and Government, Information Technology for Management, Marketing 
Management, Managerial Finance, Business Strategy 
Elective Courses or 
Areas of Study 
 Accounting, Finance, Marketing, Economic/Public Policy, Information Systems, 
Operation and Decision Technologies, Organization & Management, Real Estate, 
Strategy 
Fieldwork Method  Internship, 10-week team project 
Capstone Course  EDGE 
Pedagogic 
Approach(es) 
 Case method, experiential learning, simulations, lecture 
Program Structures and 
Architectures 
 Number of Required Courses: 13 
 Number of Required Elective Courses: 10 
 Order of Core Courses: Rigid 
 Concentrations or Specializations: informal and accomplished through elective 
selection 
Method of Delivery  Classroom format 
Ranking  #45 out of the top 100 business schools in the United States 
Tuition 
 In-state, full-time: $38,449 per year ($76,898 total) 
 Out-of-state, full-time: $47,088 per year ($94,176 total) 
Program Length  2-years (21 months) 
Alternative Formats 
 Fully Employed MBA (FEMBA), Executive MBA (EMBA), Healthcare 
Executive MBA (1-year accelerated MBA),  
Student Demographics 
 Gender: Men: 67%, Women: 36% 
 Origin: Domestic: 60%, Foreign: 40%, 
 Student Profile: Average age: 29, Average total years of work experience: 5.5 
 
Note. Based on data from Merage (2014) and US News & World Report’s 2015 Best Business 
Schools report (USNWR, 2014). 
 
Summary 
 In Chapter 2 a review of the relevant literature related to this research inquiry was 
presented. The main topics covered in this literature review included a discussion of the state of 
higher education, including how many of the general criticisms of higher education have filtered 
down as specific critiques of the MBA; a discussion of the history of the MBA including the 
formation of business schools at the end of the 19th century and how early business schools 
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served as incubators for the body of knowledge we now recognize as management; a discussion 
of the purpose of the MBA, and the reasoning for the focus on leadership and management; an 
overview of the current MBA paradigm, including a discussion of academics, faculty, and the 
economics of the MBA degree; a discussion of challenges and critiques of the MBA degree; and 
finally a review of five Southern California business schools.  
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Chapter 3: Methodology 
 
 A qualitative case study method was been selected for this study on MBA stakeholder 
perceptions of the (a) skills; (b) capabilities; and (c) techniques that are central to the practice of 
21st century management, and the (d) values; (e) attitudes; and (f) beliefs that should be part of a 
21st century leader’s world-view and professional identity. The purpose of this research was to 
continue down the path of inquiry begun in the Datar et al. (2010) study—outlined in Chapter 
1—and identify criteria for a new MBA paradigm.  
The nature of this inquiry, and antecedent data gathered in the Datar et al. (2010) study, 
supported the use of a qualitative method. First, in accepting the Datar et al. (2010) study as a 
valid framework, it was position of the researcher that the mixed-methods used by Datar et al. 
(2010) to define the current MBA paradigm did not have to be replicated since the researcher did 
not seek to replicate their study. Second, the nature of the research questions being asked were 
more appropriately addressed using information-rich cases and in-depth understanding, rather 
than empirical generalizations (Patton, 2002, p.230). It was the position of the researcher that the 
use of existing knowledge on effective leader and manager skills, values, attitudes, and beliefs 
within the context of a quantitative approach—e.g., a survey where a respondent chooses from a 
list of accepted managerial skills for the purpose of creating statically significant results—was 
not consistent with the spirit of deep inquiry needed to identify criteria for a new MBA program 
model.    
The researcher took a postpositivist approach in that the researcher viewed this inquiry as 
a series of logically related steps, believed in multiple perspectives from participants rather than 
a single reality, and espoused the use of rigorous methods of qualitative data collection and 
analysis (Creswell, 2007, p.20). This research did not make use of a theoretical lens, save for the 
 65 
 
framing of this inquiry within the context of Datar et al.’s (2010) study. Not all qualitative 
approaches rely on an existing theoretical framework, which is appropriate when the inquiry is 
characterized as inductive, emerging, and shaped by the researcher’s experience in collecting and 
analyzing the data (Creswell, 2007, p.19; Patton, 2002). This inquiry was inductive and sought to 
add meaning to the variables (i.e., a - f) identified by Datar et al. (2010) using emerging themes, 
dimensions, codes, and categories from deconstructed data gathered during the interview 
process. The researcher developed the method for this inquiry using Michael Q. Patton’s 
Qualitative Research and Evaluation Methods and John W. Creswell’s Qualitative Inquiry & 
Research Design: Choosing among Five Approaches as primary references. 
Qualitative Case Study Research Design 
 Case study research involves the study of an issue explored through one or more cases 
within a setting or context (Creswell, 2007; Patton, 2002). A case analysis involves organizing 
data by a specific case or cases for in-depth study and comparison. In the case study approach 
cases are units of analysis and the definition of the case or cases is usually determined during the 
design stage and becomes the basis for purposeful selection in qualitative inquiry (Patton, 2002, 
p.447).  Cases can be individuals, groups, programs, or activities: in this inquiry the case is 
defined as the individual sharing his or her perceptions of the skills, capabilities, and techniques 
central to the practice of 21st century management (Creswell, 2007). 
Case study research was an appropriate approach for this inquiry because the researcher 
had a well-defined (i.e., bounded) phenomenon for which he sought to provide an in-depth, 
systematic, and comprehensive understanding (see the definition of case in Chapter 1, Definition 
of Terms) (Creswell, 2007; Patton, 2002). 
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Data sources. In creating a bounded system for the case to be studied in this inquiry, it 
was necessary to limit the population from which data was sourced to five Southern California 
business schools (i.e., UCR-AGSM, UCLA-Anderson, Pepperdine-Graziadio, USC-Marshall, 
and UCI-Paul Merage). Limiting the population was both a matter of convenience, (i.e., saved 
the researcher time, money, and effort in collecting data), and a matter of staying as close as 
feasible to the framework of Datar et al. (2010). In the qualitative portion of Datar et al.’s (2010) 
study, deans and executives with associations to highly-ranked business schools in the US and 
Europe were interviewed. While the time and resources of the researcher precluded him from 
defining the population as only top-ranked business schools (i.e., 1 to 5 on the US News & 
World Report 2015 Best Business Schools report [USNWR, 2014]) the researcher selected well-
regarded or ranked business schools within a reasonable distance from where he conducted this 
study. Four of the five Southern California business schools selected for this study were ranked 
within the top 100 business schools in the US. Table 6 enumerates the five Southern California 
business schools by US News & World Report 2015 ranking (USNWR, 2014). 
Group 1: employed MBA graduates. This group was defined as presently-employed 
MBA graduates with at least 2-years working experience post-degree, with a degree awarded 
from one of five Southern California business schools purposefully selected for this study. 
Group 2: MBA faculty. This group was defined as current MBA program faculty at any 
of five Southern California business schools purposefully selected for this study. In addition, 
program faculty had to be presently instructing in a “core” or required MBA course within their 
respective programs. 
Group 3: MBA graduate recruiters. This group was defined as presently-employed 
human-resource managers or executives that had responsibility for, or familiarity with, recruiting 
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of MBA graduates from one of five Southern California business schools purposefully selected 
for this study. 
Table 6 
Five Southern California Business Schools by Ranking 
Institution Rank (1-100) Location 
UCLA Anderson School of 
Management 
16 Los Angeles, CA 
USC Marshall School of Business 27 Los Angeles, CA 
Paul Merage School of Business at 
UC Irvine 
45 Irvine, CA 
Graziadio School of Business and 
Management at Pepperdine 
University 
76 
Multiple Campuses 
in S. California 
A. Gary Anderson Graduate School 
of Management (AGSM) at the UCR 
School of Business Administration 
Unpublished Riverside, CA 
 
Note. Based on data from US News & World Report 2015 Best Business Schools report 
(USNWR, 2014). 
 
Research questions and approach to data collection & analysis. This section 
represents a concise discussion of the research questions addressed in this inquiry, including data 
collection procedures, and data analysis approaches. A more informed discussion of the 
strategies and techniques employed in this research follows in the sections Data Generation 
Strategies and Data Analysis Strategies. 
 Research question 1 (R1). R1 consisted of a primary research question and three related 
research questions (R1.1 – R1.3): 
 R1: How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the skills, capabilities, and 
techniques that are central to the practice of 21st century management? 
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 R1.1: According to MBA faculty, what are the skills, capabilities, and techniques that are 
central to the practice of 21st century management? 
 R1.2: According to employed MBA graduates, what are the skills, capabilities, and 
techniques that are central to the practice of 21st century management? 
 R1.3: According to MBA Graduate Recruiters, what are the skills, capabilities, and 
techniques that are central to the practice of 21st century management? 
The data collection procedures for R1 and R1.1 – R1.3 were as follows: 
 R1: R1 was informed through the inquiry of R1.1, R1.2, and R1.3 and therefore did not 
have a direct data collection procedure. 
 R1.1: The data source was MBA Faculty from five Southern California business schools 
defined earlier; the researcher worked with a research assistant to recruit participants 
from this stakeholder group. The method of inquiry was one (1) face-to-face semi-
structured interview with study participants; interviews lasted between 15 minutes and 
one half-hour. The location of each interview was determined by each participant, but 
was in Southern California. Data collected during the interview was used in support of all 
research questions falling within the scope of R1, R2, and R4. 
 R1.2: The data source was employed MBA Graduates from five Southern California 
business schools defined earlier; the researcher worked with a research assistant to recruit 
participants from this stakeholder group. The method of inquiry was one (1) face-to-face 
semi-structured interview with study participants; interviews lasted between 15 minutes 
and one half-hour. The location of each interview was determined by each participant, 
but was in Southern California. Data collected during the interview was used in support 
of all research questions falling within the scope of R1, R2, and R4.  
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  R1.3: The data source was MBA graduate recruiters who had experience sourcing 
applicants from five Southern California business schools defined earlier; the researcher 
worked with a research assistant to recruit participants from this stakeholder group. The 
method of inquiry was one (1) face-to-face semi-structured interview with study 
participants; interviews lasted between 15 minutes and one half-hour. The location of 
each interview was determined by each participant, but was in Southern California. Data 
collected during the interview was used in support of all research questions falling within 
the scope of R1, R2, and R4. 
The data analysis procedures for R1 and R1.1-R1.3 were as follows: 
 R1: R1 was informed through the inquiry of R1.1, R1.2, and R1.3. Data collected through 
interviews with study participants was transcribed, coded, aggregated, and emergent 
themes were synthesized.  
 R1.1 Data collected through interviews of MBA faculty was transcribed, coded, 
aggregated, and emergent themes were synthesized. 
 R1.2 Data collected through interviews of MBA graduates was transcribed, coded, 
aggregated, and emergent themes were synthesized. 
 R1.3 Data collected through interviews of MBA graduate recruiters was transcribed, 
coded, aggregated, and emergent themes were synthesized. 
Research question 2 (R2). R2 consisted of a primary research question and three related 
research questions (R2.1 – R2.3): 
 R2: How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the values, attitudes, and beliefs 
that should be part of a 21st century leader’s world-view and professional identity? 
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 R2.1: According to MBA faculty, what are the values, attitudes, and beliefs that should 
be part of a 21st century leader’s world-view and professional identity? 
 R2.2: According to employed MBA graduates, what are the values, attitudes, and beliefs 
that should be part of a 21st century leader’s world-view and professional identity? 
 R2.3: According to MBA Graduate Recruiters, what are the values, attitudes, and beliefs 
that should be part of a 21st century leader’s world-view and professional identity? 
The data collection procedures for R2 and R2.1 – R2.3 were as follows: 
 R2: R2 was informed through the inquiry of R2.1, R2.2, and R2.3 and therefore did not 
have a direct data collection procedure. 
 R2.1: The data source was MBA Faculty from five Southern California business schools 
defined earlier; the researcher worked with a research assistant to recruit participants 
from this stakeholder group. The method of inquiry was one (1) face-to-face semi-
structured interview with study participants; interviews lasted between 15 minutes and 
one half-hour. The location of each interview was determined by each participant, but 
was in Southern California. Data collected during the interview was used in support of all 
research questions falling within the scope of R1, R2, and R4. 
 R2.2: The data source was employed MBA Graduates from five Southern California 
business schools defined earlier; the researcher worked with a research assistant to recruit 
participants from this stakeholder group. The method of inquiry was one (1) face-to-face 
semi-structured interview with study participants; interviews lasted between 15 minutes 
and one half-hour. The location of each interview was determined by each participant, 
but was in Southern California. Data collected during the interview was used in support 
of all research questions falling within the scope of R1, R2, and R4.  
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  R2.3: The data source was employed MBA Graduate Recruiters from five Southern 
California business schools defined earlier; the researcher worked with a research 
assistant to recruit participants from this stakeholder group. The method of inquiry was 
one (1) face-to-face semi-structured interview with study participants; interviews lasted 
between 15 minutes and one half-hour. The location of each interview was determined by 
each participant, but was in Southern California. Data collected during the interview was 
used in support of all research questions falling within the scope of R1, R2, and R4. 
The data analysis procedures for R2 and R2.1-R2.3 were as follows: 
 R2: R2 was informed through the inquiry of R2.1, R2.2, and R2.3. Data collected through 
interviews with study participants was transcribed, coded, aggregated, and emergent 
themes were synthesized.   
 R2.1 Data collected through interviews of MBA faculty was transcribed, coded, 
aggregated, and emergent themes were synthesized. 
 R2.2 Data collected through interviews of employed MBA graduates was transcribed, 
coded, aggregated, and emergent themes were synthesized.  
 R2.3 Data collected through interviews of MBA graduate recruiters was transcribed, 
coded, aggregated, and emergent themes were synthesized. 
Research question 3 (R3). R3 consisted of one primary research question: 
 According to a review of five well-regarded Southern California MBA programs what are 
the common curricula, which are considered best-practices? 
The data collection procedure for R3 was as follows: 
 The population was five Southern California business schools with fulltime MBA 
programs purposefully selected for this study. The focus of inquiry was documents 
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describing the MBA program and MBA curricula. Documents in support of R3 were 
acquired by visiting the websites of the five business schools examined in this study; 
documents that were not publically accessible via website download were not be used in 
support of R3. 
The data analysis procedure for R3 was as follows: 
 Documents collected from five Southern California business schools with MBA 
programs were deconstructed, coded, aggregated, and emergent themes were synthesized. 
Research question 4 (R4). R4 consisted of one primary research question: 
 What is a new model for an MBA Program considering the input of research questions 
one through three? 
The data collection procedure for R4 was as follows: 
 R4 was informed through the inquiry of R1, R2, and R3. 
The data analysis procedure for R4 was as follows: 
 An amalgam of the results of R1, R2, and R3 were presented as criteria for a new model 
MBA program. 
In sum, R1 and related sub-questions, and R2 and related sub-questions, were informed 
through the analysis and interpretation of data collected in interviews with study participants. R3 
was informed through the analysis and interpretation of documents gathered from the websites of 
five Southern California business schools. R4 was informed through an amalgam of the results of 
R1 – R3. See Appendix D: Matrix for Study for a representation of how research questions, data 
sources, the researcher, and methods of analysis aligned. 
Data generation strategies. Extensive data collection is typical of case study research 
drawing on diverse sources of information such as “observations, interviews, documents, and 
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audiovisual materials” (Creswell, 2007, p.75). This study generated qualitative data by 
conducting in-person interviews with study participants from each of the three stakeholder 
groups noted, and also generated qualitative data by reviewing documents related to fulltime 
MBA programs at five Southern California business schools. To gather documents related to 
MBA programs the researcher visited the website of each MBA program reviewed in Chapter 2 
and downloaded or printed-to-PDF relevant information. To conduct in-person interviews the 
researcher worked with a research assistant who recruited study participants meeting the 
stakeholder group criteria defined earlier. This inquiry involved human-subjects and was 
therefore subject to review by an institutional review board (IRB). Pepperdine University’s IRB 
reviewed this researcher’s submitted IRB application and all ancillary materials. Upon review, 
the IRB determined that this study met the requirements for exemption under the federal 
regulations (45 CFR 46) that govern the protections of human subjects.  
A detailed discussion of the data generation strategies employed in this study follows. 
Interviews. Qualitative interviewing begins with the assumption that the perspective of 
others is meaningful, knowable, and able to be made explicit; the purpose of interviewing then 
was to glean the perspective of others, a significant element of what was gathered in this research 
inquiry (Patton, 2002, p.341). In order to glean the data sought in this study, participants meeting 
the criteria of each stakeholder group were identified. Qualitative inquiry typically focuses on 
relatively small samples, which was the case for this study since the population was limited to 
five Southern California business schools. Patton (2002), citing Polkinghorne (1989), 
recommends that the researcher interview between five and 25 individuals from each sample: the 
researcher interviewed 14 participants total.   
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Recruitment strategy. The researcher worked a research assistant to recruit study 
participants using criteria given to her by the principal investigator. The purpose of using a 
research assistant was to ensure the confidentiality of the study participants in relation to the 
principal investigator and the research being conducted. The research assistant was a Pepperdine 
University Graduate School of Education student who had relevant and recent study-participant-
recruitment experience.  The research assistant sent out a recruitment letter on behalf of the 
principal investigator to potential participants using three modalities: an actual written letter, an 
email, and postings on the following social networking platforms: Yammer (Pepperdine), 
Linked-In, and Google Plus (see Appendix A). The research assistant processed all 
correspondence. Upon receipt of confirmation of a willingness to participate in this study, the 
research assistant forwarded a consent letter written by the principal investigator, to each study-
participant to print and sign, ahead of the execution of the interview, and ahead of any data 
collection. The number of study participants recruited for this study was 14, which fit within the 
range of 6 to 15 subjects initially proposed for this study (i.e., at least two, but no more than five, 
participants from each of the three stakeholder groups). Upon receipt of the consent letter, the 
research assistant scheduled an interview with the study participant at a location neutral to the 
participant, and neutral to the principal investigator (e.g., Starbucks, a city library, etc.). The 
purpose of arranging the interview at a neutral location was to preserve the confidentiality of the 
study participants in relation to the principal investigator and the research being conducted. At 
the time of interview the only information known to the principal investigator was the name of 
the participant, and the stakeholder group to which the participant belonged (i.e., MBA graduate, 
faculty, or graduate recruiter). Again, the goal was to preserve the confidentiality of the study 
participant in relation to the principal investigator and the research being conducted. 
 75 
 
 Execution of the interview. The quality of the information obtained during the interview 
is dependent on the interviewer and the field procedures developed to conduct face-to-face 
interviews in a consistent manner (Patton, 2002, p.341). Field procedures for this study are noted 
in Appendix C: Interview Procedural Guide.  Because the purpose of the interview in this inquiry 
was to gather information about a defined topic, a semi-structured-interview approach was used. 
The semi-structured approach allowed both the researcher and study participants to remain free 
to word questions and responses spontaneously, but do so in a way that was bounded by the topic 
of inquiry (Patton, 2002, p.343). All interviews took place in Southern California; specific 
locations were arranged once a participant consented to being a part of the study. During the 
interview the researcher digitally recorded and took electronic notes of the session; recorded data 
was transcribed for coding. Interviews lasted between 15 and 30 minutes.  
Document review. As part of the data collection strategy defined, (and included in 
Chapter 2), the researcher reviewed documents related to MBA program curricula at five 
Southern California business schools. Creswell (2007), citing Yin (2003), finds that documents 
can corroborate or augment evidence from other sources and can serve as a primary source of 
data. Data collected through document review was used to identify best-practices curricula and 
was also used as a means of comparison to data collected in the interview process. The 
documents reviewed included MBA program marketing materials, and business school course 
catalogs (where available); the researcher looked for course syllabi, but none of the five business 
schools reviewed in this research made MBA course syllabi available for public download. 
Documents were sourced directly from the websites of the five Southern California business 
schools and no attempt was made to obtain proprietary or non-public program material from 
these institutions. Findings and discussion are included in Chapter 4 and Chapter 5, respectively. 
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Data Analysis Strategies 
  Patton (2002) states that the challenge of qualitative analysis lies in making sense of 
unstructured and massive amounts of data; a substantial amount of data was compiled by the 
researcher during the data gathering process. Creswell (2007) states that a researcher should 
explore and organize data before analysis begins and Patton (2002) concurs, noting that the 
research must evaluate what information is relevant. In this study there were two main sources of 
information: interview data and data generated through the document review. 
Interview data. The data the researcher gathered in interview formed the basis of his 
approach in answering research questions 1 and 2. To begin the analysis the researcher first 
organized all data digitally, separating the data from each interview (i.e., recorded audio and 
electronic notes) into uniquely named folder directories on his computer (e.g., 
StakeholderGroup_Interview_Data_070707). The master folder directory was backed up to 
Amazon Cloud, a secure file storage service; Patton (2002) suggests that it is prudent to make 
backup copies of all data for safekeeping (p.441). 
Upon confirming that all data was safe, the researcher began the process of transcribing 
recorded audio from his interviews. Digitally recorded information was transcribed verbatim; 
electronic notes taken during the interview were compared against the transcribed interview for 
consistency. Each transcript was saved to its corresponding directory upon completion.  
As noted in the Interview Procedural Guide (Appendix C) the researcher asked study 
participants guided questions to glean particular types of information or perspectives on the 
topics at hand. Throughout the interview the researcher took electronic notes and time-stamped 
when study participants started and finished their responses to his guided questions. These time 
stamps corresponded to the running timer on his digital recorder, which was active during each 
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interview. Noted timestamps were transferred to the written transcript during the transcribing 
process. The overall purpose for incorporating time stamps into this process was to make the 
organization of variable constructs much more efficient for the researcher and consistent during 
analysis. An example is shown in Table 7. 
Table 7 
Timestamp Record Example 
Question Topic Start Respondent Start  Respondent End Notes 
Guided Question 1 1:29:30 1:30:53 1:34:27  
Guided Question 2 1:36:29 1:37:00 1:40:32  
  
While using a timestamp made the organization of variable constructs during the coding process 
more efficient, this was not a fool-proof technique as study participants often went off-topic, or 
revisited a previous topic. For this reason the researcher took notes (noted as a column in Table 
7) so that the context of particular responses would be clear to the researcher after the fact. 
 Each transcript was deconstructed, and study-participant responses were organized within 
categories representing the major variable constructs specified (i.e., skills, capabilities, 
techniques, values, attitudes, and beliefs). Responses were further distilled until single 
corresponding constructs emerged. An example is shown in Table 8. 
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Table 8 
Response Deconstruction, Categorization, and Coding Example 
Parsing Stage *Guided Question Response **Category 
Pass 0 (Initial Response) 1 
“Well I think that managers really need to 
know how to deal with people, and especially 
with the younger generations. I had this 
manager who was always giving the new kids 
out of college a hard time because he didn’t 
think they were capable but they always 
proved him wrong” 
S (Initial Category) 
Pass 1 1 
Know how to deal with people; be able to 
manage across generational divides; treat 
others fairly; accept change 
S, V, B 
Pass 2 1 
Interpersonal skills (S); Accepting (V); Age is 
not always a determinant of success (B); 
Fairness (V) 
S, V, V, B 
 
* Guided Question 1: “What kind of knowledge do managers need to have to be successful in 
today’s business environment?” 
** S = Skills, C=Capabilities, T=Techniques, V=Values, A=Attitudes, B=Belief 
 
As illustrated in Table 8, during the data parsing process primary responses that were initially 
categorized under a single corresponding variable construct were eventually parsed into multiple 
variable constructs; the distillation of responses into finer more granular constructs was common 
for longer responses.  
 Upon completion of the deconstruction and coding process for each individual transcript, 
identified constructs were aggregated in a new list, with the major variable constructs again 
serving as master categories (i.e., skills data cluster, capabilities data cluster, etc.). Constructs 
within each cluster were then parsed and further refined until no new themes emerged. A 
simplistic example is shown in Table 9 
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Table 9 
Data Cluster Parsing Example 
Parsing Stage Skills Data Cluster 
Pass 0 (Initial Aggregation) 
Knows how to read a balance sheet; knows how to use a computer; knows how 
to manage a portfolio; knows how to install a hard-drive 
Pass 1 
Knowledge about methods, processes, procedures, and techniques for 
conducting a specialized activity, and the ability to use tools and equipment 
relevant to that activity 
Pass 2 Technical Skills 
  
Using the coding process described in this section the researcher developed a composite 
of the perceived skills, capabilities, and techniques central to the practice of 21st century 
management, and the perceived values, attitudes, and beliefs that should be part of a 21st century 
leader’s world view and professional identity. 
The researcher made use of NVivo 10—a qualitative data management and analysis 
software tool—to facilitate data storage, coding, retrieval, comparing, linking, and the 
identification of relationships and dissimilarities; all data analysis was completed by the 
researcher. See Appendix E for an overview of NVivo 10. 
Document data. The purpose of reviewing documents pertaining to the MBA programs 
of five Southern California business schools was to identify common curricula, which are 
considered best-practices (research question 3); compare best-practices curricula against the 
skills, capabilities, and techniques identified by study participants as being central to the practice 
of 21st century management (research question 1); and compare the purpose of each MBA 
program reviewed against the values, attitudes, and beliefs identified by study participants as 
being part of a 21st century leader’s world view and professional identity (research question 2).  
In his review of five MBA programs the researcher gathered data fitting within the 
following categories: statement of purpose; pre-requisite course(s); core courses; elective courses 
or areas of study; fieldwork method; capstone course; pedagogic approach(es); program 
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structures and architectures; method of delivery; ranking; tuition; program length; alternative 
formats; and student demographics.  
To begin the analysis, the researcher organized core courses into major categories within 
each respective program; where published, learning outcomes or content covered was described. 
Major categories were determined based on learning outcomes or course content. An example is 
shown in Table 10. 
Table 10 
Organization of Courses into Major Categories Example 
Course Classification Learning Outcomes or Content Covered  Major Category 
30A Principles of 
Accounting I 
Core 
Emphasis on financial accounting 
concepts including the corporate 
financial statements, their content and 
interpretation, and the impact of 
financial transactions upon them. 
Accounting 
 
Note. Based on data by Merage (2014) 
 
Upon organizing and categorizing core courses, tallies were assessed for each major 
category (e.g., 3 core accounting courses, 2 core marketing courses, etc.). This process was 
completed for each of the five MBA programs reviewed. Tallies for all five MBA programs were 
aggregated for a final master-count of the representation of courses falling into each major 
category. Best practices curricula were identified by enumerating the representation of courses in 
each major category from most commonly represented to least commonly represented. An 
example is shown in Table 11.  
Table 11 
Enumeration of Courses Falling into Major Categories by Classification Type, From Most 
Commonly Represented to Least Commonly Represented Example 
 
Classification Accounting Marketing Strategy Leadership 
Core 15 10 5 1 
 
Note. This is a sample table and the data included is for example purposes only 
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The next portion of the document analysis involved identifying major categories within 
the learning outcomes or content defined for each course; the purpose of this portion of the 
analysis was to identify major categories of skills, capabilities, or techniques being imparted to 
MBA students through curricula. Upon identifying major categories of skills, capabilities, and 
techniques for each program, result sets were aggregated and further distilled into a master set of 
general themes, which were then compared against the skills, capabilities, and techniques 
identified by study participants as being central to the practice of 21st century management. The 
researcher performed this analysis only for courses classified as core, since core courses are 
defined as the essential courses of an MBA program (AGSM, 2014; Graziadio, 2014; Merage, 
2014; Marshall, 2014; UCLA Anderson, 2014). The identification of major categories of skills, 
capabilities, and techniques were framed within the definitions provided for skills, capabilities, 
and techniques in the Definition of Terms, Chapter 1. The major categories identified went 
through multiple deconstructive passes: (e.g., specific skills that were identified initially were 
merged with similar or related skills to create more general categories before the final distillation 
process was completed). An example is shown in Table 12. 
The final portion of the document analysis involved identifying major categories within 
the statement of purpose for each MBA program; the objective of this portion of the analysis was 
to identify major categories of values, attitudes, and beliefs being imparted to MBA students 
through the stated approach of each MBA program. Upon identifying major categories for each 
program, result sets were aggregated and further distilled into a master set of general themes, 
which were then be compared against the values, attitudes, and beliefs identified by study 
participants as being part of a 21st century leader’s world view and professional identity. The 
identification of major categories of values, attitudes, and beliefs were framed within the 
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definitions provided for values, attitudes, and beliefs in the Definition of Terms, Chapter 1. An 
example is shown in Table 13. 
Table 12 
Major Categories of Skills, Capabilities, and Techniques Derived from the Learning Outcomes 
for a Core Accounting Course Example 
 
Course 
Learning Outcomes or Content 
Covered 
Skill Capability Technique 
30A Principles of 
Accounting I 
Emphasis on financial accounting 
concepts including the corporate 
financial statements, their content 
and interpretation, and the impact of 
financial transactions upon them. 
Read and 
understand a 
financial 
statement 
Interpret the 
implications of 
data within a 
financial 
statement 
None 
 
Note. Based on data by Merage (2014) 
 
Table 13 
Major Categories of Values, Attitudes, and Beliefs Derived from the Statement of Purpose 
Example 
 
Statement of Purpose Values Attitudes Beliefs 
The motto of the MBA program at the A. Gary 
Anderson Graduate School of Management (AGSM) is 
"Leading Thinkers, Leading Growth," a reflection of our 
mission to produce leaders whose ability to think about 
the challenges they face will provide them with skills to 
lead growth in both our region and the world. 
Growth, 
thinking, 
perseverance, 
learning 
Confidence 
I am prepared 
to lead 
 
Note. Based on data by AGSM (2014) 
 
The researcher used NVivo 10 to assist with thematic identification and coding; all data 
analysis was completed the researcher. 
Researcher Credibility, Role, Rapport, and Neutrality 
 In qualitative research it is important to note the role of the researcher as both the 
instrument of data collection, and the conduit of analysis. Patton (2002) states that a well-
structured qualitative report should include some information about the researcher since the 
subjectivity of this type of inquiry gives rise to questions of credibility. While there are no 
specific guidelines to how this should be accomplished, the general rule is that researchers 
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should report any personal and professional information that may affect data collection, analysis, 
and interpretation (Creswell, 2007; Patton, 2002). As it relates to professional information, the 
researcher is currently employed as core faculty in a MBA program teaching six courses: 
Organizational Leadership, Strategic Management, Global Strategy and Management, Principals 
of Management, Professional Applied Project, and Globalization of Business. In addition the 
researcher is also employed as the Director of Information Technology for a national engineering 
firm, overseeing six direct reports and an annual budget of $3M. As a result of 6 years of 
experience in both roles the researcher acknowledges that he has developed predisposed notions 
about what skills, capabilities, and techniques are central to the practice of 21st century 
management, and what values, attitudes, and beliefs should be part of a 21st century leader’s 
world-view and professional identity. 
 The role of the researcher is that of principal investigator, which includes the role of 
interviewer. Within the role of investigator the researcher gathered and reviewed documents 
related to the MBA programs of five Southern California business schools, worked with a 
research assistant to lead study-participant-recruitment, structured and executed fieldwork 
procedures (i.e., conducted interviews), interacted with study participants during and after 
interview proceedings, and followed approved ethical procedures governing his interactions. As 
the principal investigator, the researcher acknowledged the subjectivity inherent in the qualitative 
process, while simultaneously advocating that qualitative inquiry is a valid approach for 
research. Patton (2002) notes that qualitative rigor has to do with the quality of the observations 
made by an evaluator, and does not hinge on a narrow view of objective versus subjective. Even 
objective research is based on someone’s subjective opinion of what to measure and how to 
measure it (Patton, 2002, p.574). 
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Rapport is the relationship that the researcher has with his cases; it is a stance vis-à-vis 
the person being interviewed (Patton, 2002). Neutrality is concerned with objectivity, or a stance 
vis-à-vis the content of what is shared during the interview. The researcher acknowledges that it 
was important to display empathy and understanding during interview proceedings, but in a 
manner devoid of judgment. Another way to approach rapport is from the perspective of 
reactivity, or how the presence of an investigator affects the quality of the data gathered (Patton, 
2002). If an interviewer does not develop rapport with a study-participant, an awkward social 
situation might develop leading to false-starts, misleading, or incomplete responses during 
interview proceedings. The researcher made sure each participant felt as though the interview 
setting was a warm and open environment. 
Reliability and Validity 
 Validity does not have the same meaning in qualitative research as it does in quantitative 
research, though some connotations may be similar (Creswell, 2009). Creswell (2009), citing 
Gibbs (2007), states that qualitative reliability indicates that the researcher’s approach is 
consistent across different researchers and different projects, and qualitative validity means that 
the researcher checks for the accuracy of the findings by employing rigorous procedures (p.190). 
 In order to strengthen the reliability of this study the researcher checked transcripts to 
ensure that they did not contain obvious mistakes made during the transcription process; ensured 
that the coding process stayed consistent by using NVivo 10 qualitative data management 
software; and by corroborated evidence from multiple sources contributing the same type of data. 
In this study, interview data on study-participant perceptions of key variables a - f within the 
context of leadership and management was gathered from three different stakeholder groups. 
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 In order to strengthen the validity of this study the researcher determined whether the 
findings were accurate from the standpoint of the researcher, and the study participants. 
 The researcher prepared an interview procedural guide, which defined the general process 
for how the researcher conducted each interview (see Appendix C). To help build validity into 
this process and strengthen the validity of the guided questions to be used during the interview, 
the researcher distributed his procedural guide to five research practitioners, who possessed at 
least a master’s degree from a WASC or AACSB accredited university. The research 
practitioners were asked to provide their feedback and recommendations about the proposed 
interview process, as well as their feedback and recommendations concerning the proposed 
guided questions. 
 Upon receipt of all feedback and recommendations the researcher incorporated this 
information into an updated interview procedural guide. Two MBA faculty and three current 
doctoral students assisted with providing feedback and recommendations. 
Creswell (2009) notes terms in qualitative literature that speak to the idea of validity 
including trustworthiness, authenticity, and credibility (p.191). It is the position of the researcher 
that the use of three distinct sources of data (i.e., MBA faculty, graduates, and graduate 
recruiters) in this study increases validity, which is supported by Creswell (2009), Creswell 
(2007), and Patton (2002). The researcher also included a discussion of the bias he brought to the 
study—in Chapter 5—so that readers might understand how his interpretation of the findings is 
shaped by his background, personal, and professional frameworks (Creswell, 2009, p.192). 
Limitations of Methodology 
There are two notable limitations of this research project. The first limitation is the 
limitation of the population to five Southern California business schools. The time and resources 
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of the researcher were limited, which precluded including highly-ranked MBA programs (i.e., 
business schools ranked 1 to 5 based on US News & World Report’s 2015 Best Business School 
rankings [USNWR, 2014]) as a population; this research acknowledged that highly-ranked MBA 
programs would more closely align with Datar et al.’s (2010) original study. The second 
limitation is the exclusion of a fourth sample, business school deans. It is the position of the 
researcher that drawing from a sample of business school deans has limited impact and value for 
this research because their perspectives, experiences, and opinions are manifest in the state of the 
current MBA paradigm. 
Summary 
In Chapter 3 a description of the research methods used in this study was discussed. A 
discussion of the appropriateness of the qualitative case study approach was outlined, and 
pertinent research questions in this inquiry were presented along with concise data collection and 
data analysis procedures. A general discussion of procedures related to data generation, as well 
as a discussion of the data analysis strategies used in this study was presented. In light of the 
subjective nature of qualitative research a discussion of the researcher’s role in relation to 
establishing credibility for this study was had. Along the lines of credibility, a discussion of 
study reliability and validity in the qualitative paradigm was provided. Finally, a discussion of 
the limitations of the methodology was presented. 
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Chapter 4: Research Findings 
The purpose of this research was to continue down the path of inquiry begun in the Datar 
et al. (2010) study—outlined in Chapter 1—and identify criteria for a new MBA paradigm. Data 
sources included interviews with MBA faculty, MBA graduates, and MBA graduate recruiters, 
all of whom were associated with five Southern California business schools; in addition, 
institutional documents from five Southern California business schools were used as a data 
source. In this chapter, deconstructed and coded data collected from these sources is presented as 
the findings of this research. Moreover, the findings of this research are presented within the 
context and structure of this study’s research questions: 
R1. How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the skills, capabilities, and techniques 
that are central to the practice of 21st century management? 
R2. How do MBA program stakeholders—MBA faculty, employed MBA graduates, and 
MBA graduate recruiters—describe their perceptions of the values, attitudes, and beliefs that 
should be part of a 21st century leader’s world-view and professional identity? 
R3. According to a review of five well-regarded Southern California MBA programs 
what are the common curricula, which are considered best-practices? 
R4. What is a new model for an MBA Program considering the input of research 
questions one through three? 
Data Collection 
This study generated qualitative data by conducting in-person interviews with 14 study 
participants, comprised of MBA faculty, MBA graduates, and MBA graduate recruiters; 
qualitative data was also generated by reviewing institutional documents related to fulltime MBA 
 88 
 
programs at five Southern California business schools. The five business schools comprising the 
population for this study were: 
1. A. Gary Anderson Graduate School of Management (AGSM) at the UCR School of 
Business Administration 
2. UCLA Anderson School of Management 
3. Graziadio School of Business and Management at Pepperdine University 
4. USC Marshall School of Business 
5. Paul Merage School of Business at UC Irvine 
 
To assist with the process of conducting in-person interviews, this researcher made use of a 
research assistant who recruited study participants meeting the MBA stakeholder group criteria 
defined in Chapter 3. To gather documents related to five Southern California MBA programs 
the researcher visited their respective websites and downloaded or printed-to-PDF relevant 
information. 
In-person interviews. The process of recruiting and conducting in-person interviews was 
rather simple. The research assistant distributed a recruitment letter, created by the principal 
investigator, to potential study participants via email, and also via Linked-In.  
To gain access to MBA faculty the research assistant visited the websites of the MBA 
programs reviewed in Chapter 2, and extracted the email addresses of faculty meeting the 
stakeholder group definition described in Chapter 3. Four (4) MBA faculty agreed to participate 
in this research when contacted this way.  
To gain access to MBA graduates the research assistant used LinkedIn, a business-
focused social networking site, and searched for MBA graduates meeting the stakeholder group 
definition described in Chapter 3. Potential study participants were contacted using In Mail and 
other modalities within the social networking platform. Five (5) MBA graduates agreed to 
participate in this research when contacted this way. 
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To gain access to MBA graduate recruiters the research assistant also used LinkedIn, and 
searched for recruitment or staffing professionals meeting the stakeholder group definition 
described in Chapter 3. Potential study participants were contacted using In Mail and other 
modalities within the social networking platform. Five (5) MBA graduate recruiters agreed to 
participate in this research when contacted this way. 
A total of 14 individuals, meeting the stakeholder group definitions described in Chapter 
3, agreed to participate in this research. The study methodology called for between six and 15 
participants, so the final number of participants fell within that range. 
The research assistant facilitated the process of gathering relevant consent forms, as well 
as arranged the details of the interview (i.e., time and location) with all study participants. A 
schedule of interviews was developed by the research assistant and passed along to the principal 
investigator. Within the schedule the research assistant identified the time and location of the 
interview, the first name of the participant, and the stakeholder group to which the participant 
belonged (i.e., MBA faculty, graduate, or graduate recruiter). The location for all 14 interviews 
varied, but primarily took place at various Southern California university libraries, and coffee 
shops. During the interview the principal investigator used his iPhone, or his computer to capture 
audio. Some digital notes were taken, but these notes were not included in the findings presented 
in this study. Table 14 represents a tabulation of the participants, their role, and the length of 
each recorded interview. Identifying information is not included in this table, nor was it captured 
by the principal investigator at any time during the data gathering process. The average length of 
each recorded session was approximately 22 minutes, with the longest interview lasting 
approximately 36 minutes and the shortest interview lasting approximately 12 minutes. All 
interviews were completed in 2014. 
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Table 14 
Participants, Roles, and Length of Recorded Interviews 
Participant Role Recorded Length (approx. minutes) 
1. Faculty One Academic View 36 
2. Faculty Four Academic View 31 
3. Faculty Two Academic View 28 
4. Faculty Three Academic View 28 
5. Graduate Recruiter Four 
6. Graduate Two 
7. Graduate Recruiter Two 
8. Graduate Five 
9. Graduate Three 
10. Graduate Four 
11. Graduate One 
12. Graduate Recruiter Five 
13. Graduate Recruiter Three 
14. Graduate Recruiter One 
Industry View 
Practical View 
Industry View 
Practical View 
Practical View 
Practical View 
Practical View 
Industry View 
Industry View 
Industry View 
24 
24 
21 
20 
19 
18 
18 
17 
15 
12 
 
Note. Data is sorted by length of recorded audio and does not represent the order in which 
interviews were executed  
 
Table 14 shows the role of study participants. Study participants were categorized into 
three MBA stakeholder groups (i.e., MBA faculty, MBA graduates, and MBA graduate 
recruiters), representing three distinct viewpoints. The role of faculty in this research was to 
capture the academic viewpoint of management and leadership; the role of MBA graduates in 
this research was to capture the practical viewpoint of leadership and management (i.e., gleaned 
through work experience post-degree); and the role of MBA graduate recruiters in this research 
was to capture the industry viewpoint of management and leadership (i.e., gleaned through the 
knowledge of and experience of hiring MBA graduates).  
Table 14 also shows that participants within the faculty stakeholder group had the longest 
interview sessions with the principal investigator, while the other two stakeholder groups had 
relatively similar sessions with the principal investigator in terms of interview length. The 
 91 
 
average interview length for participating faculty was 30 minutes; 20 minutes for graduates; and 
18 minutes for graduate recruiters. 
 The execution of the interview involved the use of an interview-guide, which the 
principal investigator used as part of his semi-structured approach. The interview-guide was not 
shown to the study participants; instead the principal investigator read aloud from the guide in a 
systematic fashion; an example of the interview-guide is shown in Appendix C: Interview 
Procedural Guide.  
Table 15 represents a summary of the study participants and their respective biographic 
information. Identifying details that study participants might have mistakenly shared with the 
principal investigator were removed during the transcription process and discarded from the 
dataset. 
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Table 15 
Study Participants and Summarized Biographic Information 
 
Participant Biographic Information 
Faculty 1 
Area of expertise is in accounting; has an MBA and PhD in Accounting; owns several businesses, 
including several retail stores; has taught for over 13 years; teaches undergraduate and graduate level 
accounting courses 
Faculty 2 
Has worked in private industry for approximately 35 years; has held several “C” level positions; currently 
a consultant helping Fortune 500 companies deal with organizational change; MBA faculty for over 20 
years; teaches operations management and supply chain management 
Faculty 3 
Has been an owner and partner in a boutique CPA firm for over 30 years; has been MBA faculty for about 
as long; teaches finance and accounting 
Faculty 4 
Worked in aerospace for 15 years, then in manufacturing for a high-tech firm specializing in medical 
devices; pursued a PhD in economics after the medical device firm went bankrupt; has been teaching in 
several MBA programs since 1995; currently the CEO of a project-management consulting firm 
Graduate 1 
Background is in supply chain; current adjunct faculty at a public university; has had five years of work 
experience post MBA degree; also currently a project manager for an international firm specializing in 
entertainment 
Graduate 2 
Worked at technology firms for most of his career; recently retired, but not because of age; his investment 
choices have paid off for him; pursued an MBA in the late 90s after he foresaw the dot com bust; has 
played various leadership roles, up to the level of senior vice president; believes he has a non-traditional 
view of management because of his professional experiences 
Graduate 3 
Graduated with her MBA in 2005; ended up moving to a rural western state, where she currently resides; 
regrets moving to this state because the opportunities there are very scarce; currently in the banking 
industry, but hasn’t had a promotion to management because of what she perceives is a “glass ceiling”; 
looking to start a business with her husband soon 
Graduate 4 
MBA graduate with about 10 years of working experience; currently global marketing manager for her 
organization; formally the director of global IT for the same firm, where she led global IT deployments in 
21 countries; her firm paid for her MBA 
Graduate 5 
MBA graduate with other advanced degrees; worked in real estate, consumer goods, training, personal 
development, and now owns a consulting company with two other partners 
Graduate 
Recruiter 1 
Currently the Director of Finance Operations for a nationwide engineering firm; possesses a bachelor's 
degree in accounting and controls; has been in his field for about 11 years; started at the bottom up, but 
quickly worked his way up to his current management position; has hired at least three MBA graduates 
coming out of the Southern California business schools reviewed in this study; he finds that MBA 
graduates are arrogant 
Graduate 
Recruiter 2 
Recruiting professional for a large Fortune 500 staffing firm; has been in the business for more than 30 
years; has hired lots of MBA graduates; says that MBA graduates tend to be rather aggressive in the 
recruitment process and tend to be out of touch in terms of salary expectations for roles that they are 
applying for 
Graduate 
Recruiter 3 
Director of Recruitment for a large Fortune 500 staffing firm; been working as a recruiter for 4 years; 
before that he served as a consultant in South America for an international food supply company; has 
hired lots of MBA graduates during his tenure as a recruiter 
Graduate 
Recruiter 4 
Currently Senior Vice President over HR and administration for a bank; pursued her MBA mid-career 
because her company paid for it; does not feel it was of value; has hired lots of MBAs in her 15 years of 
professional experience 
Graduate 
Recruiter 5 
Currently a senior executive for a privately held medical group; over 30 years of working experience; 
more than 2000 direct reports; been involved with hiring and recruiting talent for top positions in his firm 
for many years 
 
Table 15 reveals that the participants in this study come from very diverse professional 
backgrounds. The industries represented by the professional experience of the study participants 
include higher education, aerospace, manufacturing, banking, finance, professional consulting, 
food supply and distribution, high technology, software development, entertainment, and 
 93 
 
healthcare. While demographic information was not collected in this study (as it served little 
purpose in the research), the principal investigator did visually gauge the age range of his study 
participants and estimates that participants were as young as 30 and as old as 65, with most 
participants in their late 40s. 
All recorded interview audio was stored in its raw format, WMA or MP4; the audio files 
were not edited or modified in any way before being stored in the researcher’s secure Amazon 
cloud-storage service. The transcription process followed a systematic approach in order to ready 
the interview data for insertion into NVivo, a qualitative analysis tool. Upon completing the 
transcription processes, the researcher uploaded all transcribed data into his NVivo project file. 
Institutional documents review. The process of gathering institutional documents, 
(related to the full-time MBA programs of the five Southern California business schools 
reviewed in this study), was not as straightforward as the researcher anticipated. While 
identifying the primary web domains associated with each business program was fairly simple, 
almost all of the program websites fared poorly in presenting centralized navigation for key 
MBA program information. Table 16 represents the primary web domains for each of the five 
full-time MBA programs evaluated in this study, including other domains within the same 
hierarchy this researcher had to visit in order to glean complete program information. For a 
review of the raw MBA program data this researcher gathered please see Tables 1-5, included in 
Chapter 2. 
The researcher gathered and compiled data fitting within the following categories: 
statement of purpose; pre-requisite course(s); core courses; elective courses or areas of study; 
fieldwork method; capstone course; pedagogic approach(es); program structures and 
architectures; method of delivery; ranking; tuition; program length; alternative formats; and 
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student demographics. Most of the data collected and compiled for review was aggregated from 
three main sources on each institution’s website: 
1. The institution’s general catalog, which lists the specifics about degree program 
requirements, and course descriptions. 
2. The institution’s program website, which describes the MBA program and its variants 
(e.g., FEMBA, EMBA), and includes marketing materials, FAQ lists, alumni 
information, program demographic information, tuition information, and contact 
information 
3. The institution’s program brochures, which were downloadable PDF files; these 
brochures contained additional specific information about the MBA program, such as 
pedagogic approaches or descriptions about opportunities to study abroad 
 
Table 16 
Five Southern California Business Schools: Primary Web Domain and Additional Domains 
 
Institution Primary Web Domain Additional Domain(s) 
UCLA Anderson http://www.anderson.ucla.edu/d
egrees/mba-program 
 http://www.registrar.ucla.edu/catalog/ 
 https://www.gdnet.ucla.edu/ 
USC Marshall http://www.marshall.usc.edu/m
ba 
 http://catalogue.usc.edu/ 
 http://classes.usc.edu/term-
20143/classes/gsba 
UCI  
Paul Merage 
http://merage.uci.edu/Fulltime
MBA/ 
 http://catalogue.uci.edu/ 
 http://www.grad.uci.edu/ 
Pepperdine 
Graziadio  
https://bschool.pepperdine.edu/
programs/full-time-mba/ 
 http://bschool.pepperdine.edu/admission/c
atalog/ 
UCR  
A. Gary Anderson 
https://agsm.ucr.edu/mba_progr
am/ 
 http://registrar.ucr.edu/registrar/schedule-
of-classes/catalog.aspx 
 http://graduate.ucr.edu/grad_programs.ht
ml 
 
The data compilation and aggregation process, (for the institutional documents reviewed), 
followed a systematic approach in order to ready the data for insertion into NVivo. Upon 
completing the compilation process, the researcher uploaded all compiled data into his NVivo 
project file. 
 Working with data in NVivo. NVivo is a database driven research tool that enables 
individuals to perform systematic analyses on unstructured or semi-structured data, such as 
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interviews, surveys, field notes, social media postings, or web pages. The researcher chose this 
tool because of its ability to assist the researcher with the process of deconstructing and coding 
raw qualitative data, and because of the application’s powerful querying features. 
 Deconstructing and coding qualitative data by hand (using manual processes) is quite 
cumbersome and can lead to missed connections or themes in the data. The researcher used 
NVivo to ensure that the qualitative data he reviewed was analyzed as accurately and 
consistently as possible. 
Upon completing the coding of raw data in NVivo, the researcher used various data 
analysis toolsets, and NVivo’s built in query functions to identify emergent themes and 
constructs. The process of identifying emergent themes and constructs was iterative, and the 
researcher went through multiple stages of code-refinement in order to arrive at the findings 
presented in this chapter. 
Overview of Findings 
 This study used a qualitative approach to add meaning to six-variables—(a) skills; (b) 
capabilities; (c) techniques; (d) values; (e) attitudes; and (f) beliefs—and deduce what is 
considered best-practices curricula in leading Southern California MBA programs. The goal of 
this research was to propose a new model MBA program in line with contemporary perceptions 
of 21st century leadership and management. This study was an extension of research begun by 
Datar et al. (2010) – in Datar et al.’s (2010) study, the stated variables were left undefined. 
 In order to glean specific data addressing the variables in question, this researcher used a 
semi-structured approach. First, study participants were given baseline definitions for key 
constructs, eight in total – skills, capabilities, techniques, values, attitudes, beliefs, world-view, 
and professional identity. For example, the construct skills was defined in the interview with 
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each study participant as “the ability to do something in an effective manner”. Next, study 
participants were given an opportunity to describe their professional background. Finally the 
researcher posed the guided questions noted in Appendix C: Interview Procedural Guide.  
Appendix C notes the questions posed during the interview, the intent of each guided question, 
and the relation the questions had to the research-questions enumerated in Chapter 3. 
While there were some notable variations amongst the responses given by individual 
study participants, overall, participant responses were strikingly similar. Of note: in the 
following sections the researcher has used shortened labels to identify participants in the study. 
MBA Faculty has been shortened to Faculty; MBA Graduate Recruiter has been shortened to 
Recruiter; and MBA Graduate has been shortened to Graduate. Specifics findings on the six 
variables, as gleaned from participant responses to the guided questions, will be discussed at 
length in later sections: Research Question 1, and Research Question 2. 
Guided question 1. Guided question 1 was stated as: how do you think the definition of 
management has changed over the last 20 years, if at all? 
 The primary finding, based on the emergent themes identified, is that the definition of 
management has grown to encompass leadership. Faculty 2 shared that “when people discuss the 
definition of management they are looking for much more leadership or coaching”. Similarly 
Graduate 4 stated the “definition of management has shifted from [traditional views of 
management] to leadership”. Graduate 5 shared that the “the schools of thought [on the 
definition of management] have changed recently from management to leadership” and Recruiter 
2 stated that “now [management] is more collaborative”. Perhaps, Recruiter 5 sums up the major 
theme by stating that “the definition or role of management has become more broad and 
comprehensive”. 
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 There were certainly a few outliers in the dataset, as it relates to the primary finding. 
Graduate 1 shared that the “definition hasn’t really changed”. Graduate 1 believed that the 
functions of management continue to remain the same, along the lines of the traditional view 
(i.e., planning, organizing, directing, and controlling). Faculty 4 seemed to agree stating that 
management, at its core “is managing people and tasks”. Recruiter 1 was apt to note that 
“management is also a very political game”; none of the other participants acknowledged any of 
the power dynamics inherent in the traditional definition of management. In fact, it would appear 
that most of the participants purposely avoided talking about power, since they seemed to equate 
power with coerciveness. For example, Faculty 1 showed strong disapproval of managers who 
“invoke their power over others”, and Faculty 3 addressed management hierarchy as an outdate 
concept stating that “over the last 20 years we have gone from managers being much more 
hierarchical to being much more collaborative”. 
Guided question 2. Guided question 2 was stated as: how do you think the role of the 
manager has changed over the last 20 years, if at all? What does the role look like now? 
 The primary finding, based on the emergent themes identified, is that the role of the 
manager is increasingly burdensome, filled duties that in the past managers probably did not 
have to deal with or attend to. Recruiter 1 stated that “managers are more involved in the actual 
day-to-day work, than they used to be”, with Faculty 3 making the observation that managers are 
“now doing a significant amount of data filing at almost all levels of the organization”. His point 
was that in the past the role of the manger was more status based, which gave rise to an 
abundance of secretaries, and created an environment that was similar to what is currently 
portrayed on the AMC television show “Mad Men”. However, in today’s environment managers 
no longer have that luxury and all managers are expected to “do more with less”, as Graduate 4 
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put it. Faculty 4 went even further stating that managers still have “the same functions to 
perform” that they did in the past “like evaluating people’s performance”, but now they are 
involved in “coaching” and other duties that had largely been left to leaders and mentors. 
 There were a fair amount of responses supporting the primary finding previously 
discussed, which is that management has grown to encompass leadership. For example Recruiter 
3 stated that “today management is more of leadership role”, and Faculty 2 stated that 
organizations are now “looking for much more involvement from [all levels] of management in 
communicating vision to the employees within their [respective loci of control]”. Faculty 2 also 
stated that managers “have to provide much more leadership than they had to in the old 
days…the role today requires that the manager be much more involved in what's happening in 
keeping the employees aligned with the corporate vision”. Faculty 1 was more reflective in that 
she believed “the role [of management] is now about growth and maturity, so that managers can 
help the organization accomplish its goals”. Graduate 1 stated that “managers have to leaders as 
well, due to competitive forces, and a more globalized world”. 
Guided question 3. Guided question 3 was stated as: what does the practice of 
management look like in the 21st century? 
 The primary finding, based on the emergent themes identified, is that the practice of 
management has become increasingly complex, while the resources afforded to managers have 
diminished. Graduate 1 stated that “certainly things have evolved along the lines of the scope of 
management, [including] the nature of the problems that exist, and the challenges facing 
managers today”. Recruiter 4 found that the practice of management has become more “global 
than local”; “it is a lot more chaotic and it takes a lot more social skills”. Faculty 4 stated that the 
“complexity of management has changed”; we are now “managing people working remote, 
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overseas, offsite, from home, [in] different time zones, which has made managing more 
difficult”. Faculty 4 also noted that there is an “expectation that managers are accessible 24/7, 
although that is not feasible”. Graduate 2 noted that within the practice of management, “there is 
a need to have, as clear as possible, a sense of trade-offs, and return on investments with 
employees”; “with the move into a service and knowledge economy” the resources that were 
previously made available to managers are no longer available, “which translates into a more 
‘brisk’ type of management”. 
 Another visible emergent theme is that the practice of management is collaborative. 
Graduate 1 stated that the “practice of [management] is now empowering people, rather than 
telling them what to do”, while Graduate 3 stated that the “practice of management in today’s 
world is definitely collaborative”. Graduate 5 stated that in general, “the practice of management 
requires taking key employee’s thoughts before decisions are made”, and similarly Recruiter 5 
stated “the practice of management really is more direct contact with the individuals you are 
working with, more hands-on, more interaction, whether its verbal or face-to-face with the team 
you are working on”. 
Guided question 4. Guided question 4 was stated as: what would you say is the main 
difference between a leader and manager, if any? 
 The primary finding, based on the emergent themes identified, is that a leader creates the 
vision for an organization and is responsible for leading change, while the manager is 
responsible for making sure the organization meets its objectives. Faculty 4 stated that managers 
are typically responsible for “making sure things are getting done, versus changing an 
organization”. Similarly, Faculty 2 stated, “the role of management is strictly to be responsible 
[for direct reports], and to ensure objectives are being accomplished on time and on budget”. 
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Graduate 1 found that “management and leadership had diverged as distinct constructs” and 
Graduate 4 stated that the leader “is more inspiring, sets the vision, and is able to communicate 
the vision to the organization”; furthermore the leader focuses on the vision “and long-term 
goals, which is distinct from a manger who only focuses on the objectives and tactics necessary 
to achieve short term goals”. Recruiter 3 stated that a “manager is more focused on tasks, while a 
leader is the one moving the organization forward”. Recruiter 4 went further and stated that the 
distinction between a leader and manager is “either you got it or you don’t”. 
 The irony of the study participants’ responses to the first guided question, versus this 
question cannot be overlooked. In the first prompt, participants were asked to share their 
perceptions on management in the 21st century; almost unanimously the participants stated that 
management had converged with leadership, and that there was little distinction between the two. 
However, in this prompt study participants were very articulate about drawing a clear delineation 
between leadership and management. 
Guided question 5. Guided question 5 was stated as: who is an example of a current 
business leader that you admire and why? 
The primary finding, based on the emergent themes identified, is that leaders who are 
most admired are those that are transformational, and create an organizational environment 
where individuals can find personal fulfillment. Graduate 1 described the leader whom he 
admired as “empowering people”, “pushing creativity and innovation to a higher level”, and 
“transformational”. Graduate 4 described the leader that she admired as “putting his money 
where his mouth is”, “having an open door policy”, and “providing [employees] with an 
environment where they could find meaning in their work…as well as professional growth”. 
Faculty 2 described the leader that she admired as “talking about the tough topics when others 
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don’t or won’t”; “creating a vision for women to participate in the workforce” in a more 
equitable manner; and “reaching out to young women while she can still help them transform 
their thinking” about their place in the workforce.    
Guided question 6. Guided question 6 was stated as: are there current business leaders 
that you don’t admire? If so, why not? 
 The primary finding, based on the emergent themes identified, is that leaders who are the 
least admired are those that are coercive. Faculty 1 stated that she did not admire leaders who 
“still try to invoke their power over others, because those are the ones that never last…coercive 
power isn’t a positive influence in the modern leadership paradigm”. Faculty 4 stated that she 
dislikes leaders who say “if you don’t do it my way, I’m going to do it anyway”. Recruiter 1 
stated that the least admired leaders he interacted with during his career were those that 
“constantly delegated, and were more interested in nitpicking rather than trying to help solve 
organizational problems”. 
An interesting point to make is that many of the study participants found the least 
admirable leadership traits in today’s current political leaders. For example Recruiter 5 
mentioned his dislike for George Bush; Faculty 2 mentioned her dislike for Barack Obama; 
Graduate 3 mentioned her dislike for billionaire Sheldon Adelson, who while not a politician, is 
known for being a major donor to the Republican Party in the United States; Faculty 1 also 
expressed her dislike for Jerry Brown, the current governor of the State of California; finally 
Faculty 2 expressed her disdain for Ted Cruz, a Republican politician from the State of Florida. 
Guided question 7. Guided question 7 was stated as: what kind of knowledge do 
managers need to have to be successful in today’s business environment? 
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The primary finding, based on the emergent themes identified, is that managers need to 
have strong interpersonal skills; interpersonal skills are also known as “people skills”. Faculty 1 
stated that managers need to have “a very good knowledge of themselves and they have to have a 
very good knowledge of other people”. Graduate 3 stated “managers, specifically, need 
communication skills; that is the number one thing; it doesn't matter what field you are in, you 
need to know how to communicate with everyone in your organization constructively, and with 
sincerity”. Similarly Recruiter 5 stated “I think it takes a lot of people skills to be insightful, and 
to be in tune with the team you are leading, and also to be in tune with the costumers that you are 
serving; and this isn't just gaining the knowledge one time, but it is continually 
interacting…because it’s a changing landscape no matter what business you are in”. 
Guided question 8. Guided question 8 was stated as: are there particular attributes that 
high performing managers possess that are giving them an advantage in today’s business 
environment? 
The primary finding, based on the emergent themes identified, is that high performing 
managers have the capability to be relatable. Faculty 2 stated that “I think one capability is being 
able to relate to others, which is important in vision sharing; often times managers don’t take the 
time to get people on their team”. Along the lines of being relatable Graduate 2 stated that 
managers must “be able to understand that employees approach work from multiple 
perspectives”, and thus must be able to articulate “a big picture vision that all can relate and buy 
into”. Graduate 4 stated that managers much be able to “convey, persuade, and inspire” peers and 
followers alike, towards a “common vision”. Similarly Graduate 5 stated having “the ability to 
convince employees to get involved in the vision of the organization” is paramount to 
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management’s success; “when employees don’t see eye-to-eye with their leaders—[they cannot 
relate]—it is almost impossible to get them on-board”. 
Guided question 9. Guided question 9 was stated as: what sort of approaches are the 
highest performing managers using to achieve results? 
The primary finding, based on the emergent themes identified, is that the highest 
performing managers are using the technique of collaborative decision making. Graduate 3 stated 
“I think managers that focus on camaraderie and teamwork; on team building; that ask for 
feedback; essentially those types of things that really emphasize employee needs and customer 
needs are the leaders that continue to make an impact in today’s business environment”. 
Recruiter 5 stated “one of the best techniques is to listen to your employees, listen to what their 
ideas are, for example, to approve a system or a product, or listening to you employees about 
how to improve the work environment”. Graduate 5 stated “high performing leaders and 
managers are [consistently] trying to motivate their employees” and “listening to them and 
integrating them into your decision making process is one way to motivate them”. 
A secondary finding, based on the emergent themes identified, is that the highest 
performing managers use the technique of “staying the course” even if such a move is unpopular. 
Recruiter 2 stated “I believe that if you do the right thing it works; in the long run it always 
works out for you.  I think that sometimes people rise to the top without doing the right thing, but 
eventually they fail in the long run.  Even if it’s unpopular, when [managers] do the right 
thing…they succeed”. Faculty 4 stated “It's about putting a plan together and working the plan 
and making sure that everybody understands where you are going.  They may not understand 
exactly what you are trying to do, but [if the manager] paints a picture of the end result, people 
can buy into that”. Graduate 1 stated “being transformational, and being able to push employees 
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to be their best, even when they don’t want to, or can’t see why, will move the organization 
forward”. 
Guided question 10. Guided question 10 was stated as: is there a particular ethical 
framework that you think is particularly helpful in today’s business environment? If so, why do 
you feel this way? 
The primary finding, based on the emergent themes identified, is that the leaders should 
be honest, and operate with integrity. Faculty 2 stated “I'll keep it simple; I think transparency 
and telling the truth is the ethical approach everyone should be following; I think that this is 
particularly important right now because people, are looking—especially the younger generation 
of workers—for authenticity; so telling the truth is part of building trust, and I think that's key in 
business”. Graduate 1 stated “as far as ethical frameworks, I would say being honest and having 
integrity within the scope of the vision of the organization, and with each other”. Similarly 
Graduate 5 stated, “having honesty and integrity is key; operating within the boundaries of an 
ethical framework…is important for the leader, and for the organization”. Recruiter 5 stated “I 
think leaders and managers need to have a strong moral compass; I don't know that there is any 
one framework; I mean it depends on your background and where you come from, but we are 
viewed on a regular basis by the employees we work with, by the customers we serve, and by 
those individuals that we may interact with to get business done.  So they are looking for what 
our moral compass is, and our framework. And they'll react to that in a different way depending 
on how we approach them; what we value, are we being truthful and respectful; and they'll either 
want to mirror us if it's good or shy away from us if it’s bad”. 
Guided question 11. Guided question 11 was stated as: earlier you mentioned a leader 
that you admire. How do you think he/she might react to a sudden catastrophe? 
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The primary finding, based on the emergent themes identified, is that admirable leaders 
in crisis remain calm, and enable resolutions through their team, rather than going at it alone. 
Graduate 1 stated “the firm recently went through a crisis in New Jersey and I don’t know all of 
the details, but I do know that [the leader] got his best team together and tackled the issue head 
on; I believe his firm prevailed”. Graduate 5 stated, “I think [the leader] would step back for a 
second; evaluate the crisis point or obstacle; and then apply measures to solve the issue; the first 
step I imagine [the leader] would take, would be integrating his team into the resolution to 
assist”. Similarly, Recruiter 1 stated, “well I've seen it, [crises] do happen; [when they do, the 
leader] is the one, no matter the storm, that you can rely on to act; and even under pressure [the 
leader] puts his team first, and makes sure that the company weathers the storm before his 
personal interests”. Recruiter 4 stated “[the leader] would be calm, consult his team, and then 
deliberately do the right thing”. 
Guided question 12. Guided question 12 was stated as: Earlier you mentioned a leader 
that you admire. How does he/she influence his/her followers for the better? 
The primary finding, based on the emergent themes identified, is that leaders who believe 
in and understand the value of human capital (i.e., their followers) are generally the leaders that 
will thrive in today’s business environment. Graduate 2 states “I think [transformational leaders] 
have the ability to experience all of the various employee perspectives in the work culture, and 
they go the extra mile to try and make sure that they are able to see, and truly understand, how 
other people are experiencing what they are trying to vision and create within the organization; 
these [leaders] make accommodations for people who have different ideas because they value 
what each employee brings to the table; they support and actively engage the differences in their 
environment because it’s diversity that keeps organizations strong”. Graduate 4 states, “he 
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influences his followers by his vision; he inspires by clearly articulating his vision for the future, 
but he puts his money where his mouth is because he gives his employees the resources to grow 
their individual ideas within the context of his vision”. Similarly Graduate 5 states, “I think his 
followers are influenced by his motivation and the way he engages them; also he is very good 
about sharing the values of the organization, and demonstrating that he values the organization; 
he is a role-model for these values; he acts the way he believes, and influences his followers to 
act the same way; he starts with himself, with high ethics, and then serves as that role model to 
others in his organization so that they can follow in his footsteps” 
Research Questions 
 In this section the researcher addresses research questions R1 – R4. Specific findings 
related to the six variables comprising this research—(a) skills; (b) capabilities; (c) techniques; 
(d) values; (e) attitudes; and (f) beliefs—are presented. For a complete definitions-list of the 
constructs used throughout this section please see Appendix F: Constructs Definitions List. 
Research question 1. Research question 1 was stated as: how do MBA program 
stakeholders—MBA faculty, employed MBA graduates, and MBA graduate recruiters—describe 
their perceptions of the skills, capabilities, and techniques that are central to the practice of 21st 
century management?  
Tables 17 – 19 represent the tabulation of the skills, capabilities, and techniques central to 
the practice of 21st century management, identified during the coding and thematic analysis 
executed on data collected in 14 interviews. The data represented in Tables 17 – 19 is ordered 
descending from most represented in the data, to least represented. The researcher has also 
included columns detailing whether the construct requires practical experience to learn, and if the 
construct is suited for a traditional learning environment (i.e., can be taught well in a classroom), 
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a non-traditional learning environment (i.e., experiential learning; game or scenario based 
learning), or both. The researcher defines a construct requiring practical experience as one that is 
best learned through “real-life application”. Information related to the applicability of study 
constructs to an academic environment is based on the researcher’s 10 years practical experience 
in academia, as well as in private industry. 
Table 17 
List of Skills, and Applicability to an Academic Environment 
 
Skills 
Reference 
Count 
Requires 
Practical 
Experience? 
Suited for a 
Traditional 
Classroom 
Environment? 
Suited for a 
Non-
Traditional 
Learning 
Environment? 
Interpersonal 16 Yes No Yes 
Technical 13 No Yes Yes 
Leadership 5 Yes No Yes 
Conceptual 5 Yes No Yes 
Introspective 2 No No No 
Creative 1 No No Yes 
Charismatic 1 No No No 
 
Table 18 
List of Capabilities, and Applicability to an Academic Environment 
 
Capabilities 
Reference 
Count 
Requires 
Practical 
Experience? 
Suited for a 
Traditional 
Classroom 
Environment? 
Suited for a 
Non-
Traditional 
Learning 
Environment? 
Relatable 12 Yes No Yes 
Transformative 11 Yes No Yes 
Empathetic 8 No No No 
Systematic 7 Yes Yes Yes 
Adaptive 6 No Yes Yes 
Transactional 4 No Yes Yes 
Big Picture View 3 No No Yes 
Logical 3 No Yes Yes 
Courageous 3 No No No 
Self-Improving 2 Yes Yes Yes 
Resilient 2 No No No 
Responsive 1 No Yes Yes 
Knowledgeable 1 Yes Yes Yes 
Good Listener 1 No Yes Yes 
Resolute 1 No No No 
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Table 19 
List of Techniques, and Applicability to an Academic Environment 
 
Techniques 
Reference 
Count 
Requires 
Practical 
Experience? 
Suited for a 
Traditional 
Classroom 
Environment? 
Suited for a 
Non-
Traditional 
Learning 
Environment? 
Collaborate 14 Yes Yes Yes 
Consistency 11 Yes Yes Yes 
Evaluate 10 No Yes Yes 
Strategic Planning 5 No Yes Yes 
Develop 5 Yes No Yes 
Diversify 5 Yes Yes Yes 
Risk Taking 2 Yes No Yes 
Transform 2 Yes No Yes 
Involvement 2 No Yes Yes 
Openness 1 No No Yes 
Retrench 1 No Yes Yes 
Simplify 1 No Yes Yes 
Networking 1 Yes Yes Yes 
 
Research question 2. Research question 2 was stated as: how do MBA program 
stakeholders—MBA faculty, employed MBA graduates, and MBA graduate recruiters—describe 
their perceptions of the values, attitudes, and beliefs that should be part of a 21st century leader’s 
world-view and professional identity? 
Tables 20 – 22 represent the tabulation of the values, attitudes, and beliefs that should be 
part of a 21st century leader’s world view and professional identity, identified during the coding 
and thematic analysis executed on data collected in 14 interviews. The data represented in Tables 
20 – 22 is ordered descending from most represented in the data, to least represented. Tables 20 
and 21 include columns detailing whether the construct can be taught, and if so, if the construct 
is suited a traditional learning environment, a non-traditional learning environment (i.e., 
experiential learning; game or scenario based learning), or both. The researcher defines a 
“teachable” construct as a construct that is not solely dependent on one’s intrinsic motivation. 
Table 22, which details findings on the construct beliefs, does not follow the structure of Tables 
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20 and 21. Beliefs, while “teachable” and “learnable”, would be hard to measure, observe, or 
assess in an academic setting. Information related to the whether a construct can be taught is 
based on the researcher’s 10 years practical experience in academia, as well as in private 
industry. 
Table 20 
List of Values, and Applicability to an Academic Environment 
 
Values 
Reference 
Count 
Can be Taught? 
Suited for a 
Traditional 
Classroom 
Environment? 
Suited for a 
Non-
Traditional 
Learning 
Environment? 
Honesty 13 No N/A N/A 
Integrity 12 No N/A N/A 
Empathetic 7 Yes No Yes 
Caring 3 Yes No Yes 
Respectful 2 Yes No Yes 
Supportive 1 Yes No Yes 
Altruistic 1 No N/A N/A 
Patient 1 Yes No Yes 
 
Table 21 
List of Attitudes, and Applicability to an Academic Environment 
 
Attitudes 
Reference 
Count 
Can be Taught? 
Suited for a 
Traditional 
Classroom 
Environment? 
Suited for a 
Non-
Traditional 
Learning 
Environment? 
Calm 12 Yes Yes Yes 
Open 11 Yes Yes Yes 
Reflective 8 Yes Yes Yes 
Humble 7 Yes Yes Yes 
Centered 6 No N/A N/A 
Engaged 4 Yes Yes Yes 
Hardworking 3 Yes Yes Yes 
Inspirational 3 No N/A N/A 
Optimistic 3 Yes Yes Yes 
Enthusiastic 2 No N/A N/A 
Positive 2 Yes No Yes 
Flexible 1 Yes Yes Yes 
Assertive 1 Yes No Yes 
Friendly 1 Yes Yes Yes 
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Table 22 
List of Beliefs 
 
Techniques Reference Count 
People are important and must be valued 6 
Doing the right thing is more important than the bottom line 5 
Followers perform better when they respect their leader 4 
Total agreement is not necessary to be effective 4 
Clarity of vision is key 3 
Learn from your mistakes 1 
Everyone should know themselves 1 
The truth hurts! 1 
Everyone must be managed differently 1 
Collaborative decision making doesn't have to be a drawn out 
process 
1 
Leaders must be global in thought 1 
Followers need to trust their leader 1 
 
Research question 3. Research question 3 was stated as: according to a review of five 
well-regarded Southern California MBA programs what are the common curricula, which are 
considered best-practices? 
Table 23 represents the tabulation and enumeration of core MBA courses at five Southern 
California business schools, by curricular category. Based on a content and thematic analysis of 
all of the course descriptions the researcher gathered for each institution, the following curricular 
categories were derived: accounting, economics, finance, information systems, leadership, 
management, marketing, political science, statistics, and strategy. 
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Table 23 
Number of Core MBA Courses by Institution and Curricular Category 
 
Institution 
A
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Pepperdine  
Graziadio 
2 3 1 2 1 2 1 1 1 1 
UCI 
Paul Merage 
2 2 1 2 1 2 1 1 1 2 
UCLA 
Anderson 
1 1 1 0 2 2 1 0 1 1 
UCR A. 
Gary Anderson 
1 1 1 1 0 2 1 0 1 1 
USC 
Marshall 
1 1 2 0 2 2 2 0 1 2 
 
Note. Based on data from AGSM (2014), UCLA Anderson (2014), Graziadio (2014), Marshall 
(2014), and Merage (2014) 
 
Table 24 represents the aggregation of all core MBA courses by curricular category, in 
descending order. A higher value in the “count” column conveys the importance of the 
respective curricular-categories to the five Southern California MBA programs reviewed, and is 
considered best-practices curricula. 
From the data presented in Table 24 this researcher posits that an MBA program 
structured according to best-practices curricula would focus on traditional areas of management, 
with quantitative knowledge areas being core requisites of the curriculum. The ordering of the 
courses as represented in Table 24 is not dissimilar with what Datar et al. (2010) identified as 
being the core focus areas of highly ranked MBA programs. 
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Table 24 
 
 Best Practices Curricula 
 
 
 
 Within the scope of preparing data to answer the primary focus of research question 3, 
the researcher also investigated two other considerations as follows; (further details are provided 
in Chapter 3, in the section titled Document Review): 
1. The researcher identified major categories within the descriptions for each course 
reviewed; the purpose was to identify the skills, capabilities, or techniques being 
imparted to MBA students through curricula 
2. The researcher also identified major categories within the statement of purpose for each 
MBA program; the objective was to identify the values, attitudes, and beliefs being 
imparted to MBA students through the stated approach of each MBA program 
 
Tables 25 – 27 represent the skills, capabilities, and techniques identified through coding and a 
thematic analysis of the course descriptions for core MBA courses at the institution reviewed in 
this study. 
  
Curricular Categories Count 
Management 10 
Economics 8 
Accounting 7 
Strategy 7 
Leadership 6 
Marketing 6 
Finance 6 
Information Systems 5 
Statistics 5 
Political Science 2 
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Table 25 
List of Skills Derived Through Coding and a Thematic Analysis of Core MBA Course 
Descriptions 
 
Skills 
Reference 
Count 
Analyze 11 
Communicate 7 
Develop 6 
Measure 4 
Respond 4 
Implement 4 
Manage 3 
Critical Thinking 3 
Strategize 2 
Innovate 1 
Collaborate 1 
 
Table 26 
List of Capabilities Derived Through Coding and a Thematic Analysis of Core MBA Course 
Descriptions 
 
Capabilities 
Reference 
Count 
Understand 9 
Communicate 6 
Analyze 6 
Apply 4 
Solve 3 
Develop 1 
 
Table 27 
List of Techniques Derived Through Coding and a Thematic Analysis of Core MBA Course 
Descriptions 
 
Techniques 
Reference 
Count 
Quantitative Analysis 20 
Evaluate 6 
Strategize 4 
Optimize 4 
Innovate 3 
Communicate 2 
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Tables 28 – 30 represent the values, attitudes, and beliefs identified through coding and a 
thematic analysis of the statements of purpose of the institutions reviewed in this study. 
Table 28 
List of Values Derived Through Coding and a Thematic Analysis of Business School Statements 
of Purpose 
 
Values 
Reference 
Count 
Scholarship 5 
Altruism 5 
Purpose driven 2 
Integrity 1 
Stewardship 1 
Courage 1 
 
Table 29 
List of Attitudes Derived Through Coding and a Thematic Analysis of Business School 
Statements of Purpose 
 
Attitudes 
Reference 
Count 
Global 5 
Open 4 
Positive 3 
Centered 3 
Studious 1 
Traditional 1 
 
Table 30 
List of Beliefs Derived Through Coding and a Thematic Analysis of Business School Statements 
of Purpose 
 
Beliefs Reference Count 
We are preparing the next generation 
of global leaders 
3 
Society is enriched when operate 
responsibly 
3 
 
 
 
 115 
 
Research question 4. Research question 4 was stated as: what is a new model for an 
MBA Program considering the input of research questions one through three? 
To answer this question the researcher examined the skills, capabilities, techniques, 
values, attitudes, and beliefs identified through interview.  Following, the researcher examined 
the skills, capabilities, techniques, values, attitudes, and beliefs identified through document 
review.  A comparison of what was similar and dissimilar between the two datasets was 
performed. 
Constructs not present in the document-review dataset, but present in the interview 
dataset, were posited as deficiencies in curriculum or program-approach at the five Southern 
California MBA programs reviewed in this study. Table 31 tabulates the deficiencies, which are 
presented as the elements comprising a new model MBA program. In addition to the deficiencies 
noted, this researcher suggests that a new model MBA program would also be comprised of the 
courses identified as best-practices curricula (see Table 24). Finally, this researcher suggests that 
a new model MBA program would be comprised of curricular elements that address the major 
findings presented earlier in this chapter (i.e., findings for guided questions 1 – 12). 
This researcher acknowledges that the reason deficiencies may exist is because some 
knowledge or practice areas are emphasized over others in the current MBA program approach. 
For example, in general, the MBA programs reviewed require more management core courses 
than leadership core courses. Deficiencies might be addressed by simply redefining what is 
considered core in the program. In addition, it should not escape observation that many of the 
deficiencies identified in this study are rooted in human psychology. For example, empathy was 
identified as being deficient in the MBA programs the researcher reviewed. Typically, one would 
not learn to be empathetic in a classroom; instead it may be possible to learn empathy through 
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life experience, though as Graduate 2 observed “empathy is not something that is taught, and 
most leaders today lack empathy”.  
This researcher has identified that not all of the constructs can be appropriately addressed 
through traditional or non-traditional methods of instruction (within the scope of required 
program curriculum). As such, this researcher suggests that these particular elements might be 
addressed through practicum and fieldwork. While this researcher did not suggest a length of 
time for fieldwork and practicum, (or suggest at which point in the program fieldwork or 
practicum be required), this researcher posits that practicum could extend the typical MBA 
program length from two years to three years. Dillon, McCaskey, and Blazer (2011) found that 
MBA programs typically require internships during the period between year 1 and year 2, so any 
further fieldwork or practicum would ostensibly come after year 2. Table 32 presents a concise 
listing of the elements of a new model MBA. Appendix H: New Model MBA Program presents a 
sample 3-year MBA.  
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Table 31 
Deficiencies in Curriculum or Program-Approaches at Five Southern California Business 
Schools 
 
Skills Capabilities Techniques Values Attitudes 
Creative■ 
Introspective■ 
Relatable 
Transformative 
Empathetic■ 
Adaptive 
Courageous■ 
Resilient■ 
Resolute■ 
Consistency 
Diversify 
Transform 
Openness 
Empathetic 
Caring 
Respectful 
Patient 
Calm 
Humble■ 
Inspirational■ 
Enthusiastic■ 
Friendly 
Beliefs ■ 
People are important and must be valued – Followers perform better when they respect their leader 
– Total agreement is not necessary to be effective – Clarity of vision is key – Learn from your 
mistakes – Everyone should know themselves – The truth hurts! – Everyone must be managed 
differently – Collaborative decision making doesn't have to be a drawn out process – Followers 
need to trust their leader 
 
Note. Constructs marked with a black square indicate that the construct would not typically be addressed through 
curriculum (both traditional and non-traditional), though this is not to imply that new or novel ways of addressing 
the construct within the context of curricula is not feasible. 
 
Table 32 
Summarized Elements of a New Model MBA 
 
Best Practices Curricula 
 MBA Curriculum would focus on traditional areas of management, with quantitative 
knowledge areas, such as economics, being core requisites of the program 
Deficiencies 
 The MBA program would introduce practicum or extended fieldwork to address the 
personal-psychological areas identified as needing to be addressed: 
o Creativity, introspection, empathy, courage, resiliency, steadfastness, inspiration, 
humility, and enthusiasm 
  Curricula would be introduced to address other knowledge or practice areas identified as 
deficient 
o Communication, human relations, and diversification 
Major Findings of this Study 
The MBA program approach would address, be sensitive to, or recognize: 
 Management encompasses leadership 
 The managers role is more difficult and the practice of management is more complex 
 Leaders should be focused on change enabled through a strong vision, while managers 
should support that vision by meeting the objectives of the organization 
 Leaders should be transformational, help their followers find personal fulfillment, not be 
coercive, should have strong interpersonal skills, should be able to relate to others, should 
incorporate collaborative decision making practices, should lead with honesty and 
integrity, should understand the value of human capital, and above all: remain calm during 
moments of crisis because followers will look to the leader for guidance 
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Summary 
 
In Chapter 4 the findings of this research were presented.  The researcher described the 
process of data collection as it related to 14 interviews and the review of institutional-documents 
from five Southern California business schools. The process of coding and thematic analysis in 
NVivo was also discussed in order to provide a context for the data presented in subsequent 
sections within Chapter 4. An overview of the findings was presented, structured according to 
the guided questions the researcher asked during the in-person interviews. Next, the researcher 
addressed the study findings in relation to research questions 1 – 4.  Research question 4 was the 
culmination of the findings presented in this chapter: data gathered for research questions 1-3 
was presented as new model MBA. 
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Chapter Five:  Discussion and Implications 
 
 The primary purpose of this research, as stated previously, was to identify criteria for a 
new model MBA. Analysis of 14 semi-structured interviews and a review of institutional-
documents from five Southern California business schools resulted in a number of findings about 
perceptions of leadership and management within today’s business environment; these 
perceptions were identified through a qualitative analysis of the responses study participants 
gave in interview as it related to six key variables: the skills, capabilities, and techniques 
affecting the practice of management, and the values, attitudes, and beliefs affecting the world 
view of contemporary leaders. These findings are discussed in the subsequent sections of this 
chapter in an effort to discern the implications for leaders and managers in modern organizations, 
and the implications for business schools and the MBA programs currently being provisioned in 
higher education; these discussions are framed by the literature reviewed in Chapter 2. The 
limitations of this study and suggestions for future research are also addressed. 
Discussion of Findings 
The foundation of this research was a study by Datar et al. (2010), which looked at the 
state of graduate business education and identified eight unmet needs within the current MBA 
paradigm. The eight unmet needs, listed in order of importance, were: developing leadership 
skills, gaining a global perspective, acting creatively and innovatively, thinking critically and 
communicating clearly, recognizing organizational realities and implementing effectively, 
honing integration skills, understanding the role, responsibilities, and purpose of business, and 
understanding the limits of models and markets. 
As we move beyond Datar et al. (2010), and into a thorough discussion of the findings of 
this study, it is important to distinguish this research and what it accomplished, from that of 
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Datar et al.’s (2010) study. An appropriate place to begin is the deficiencies in MBA curriculum 
identified in this study (see Table 32, p.128). When comparing the deficiencies identified in this 
study against the unmet needs Datar et al. (2010) defined, we notice that many of the themes, 
concepts, or constructs are strikingly similar. In the view of the researcher similar findings are 
positive; especially when two studies are so closely linked. Comparatively speaking, the 
deficiencies identified in this research confirm the list of unmet needs defined by Datar et al. 
(2010). A simple example of this is Datar et al.’s (2010) finding that “acting creatively and 
innovatively” is an unmet need; and this study’s finding that being creative is one of the key 
skills central to the practice of management. The primary distinction to draw between Datar et al. 
(2010) and this study is that this research operationalizes six key variables that Data et al. (2010) 
left undefined: the skills, capabilities, and techniques important to the practice of management; 
and the values, attitudes, and beliefs important to the practice of leadership. 
  While the deficiencies identified in this research align closely with the unmet needs 
identified by Datar et al. (2010) there are also significant differences. For example, a major 
deficiency identified in this study is the value empathy. Datar et al. (2010) do not even address 
human-relations values (outside of basic interpersonal skills). The findings in this study strongly 
suggest that current MBA curriculum avoids addressing human behavior from an interpersonal 
perspective. Courses such as organizational behavior are readily available, but courses on 
emotional intelligence or empathy are more difficult to find (especially as an integrated core 
course within an MBA program). 
A final distinction to be made about this study versus what Datar et al. (2010) 
accomplished is that this research posits a new model MBA based on three categories of 
findings: best-practices curricula, deficiencies, and the primary findings of this study defined in 
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Chapter 4 (and discussed at length in subsequent sections of Chapter 5). Datar et al. (2010) 
suggested that the unmet needs their research identified could be addressed by rebalancing 
curricula (by assessing the facts, frameworks, and theories) being taught in business school.  
This research takes a different view in that many of the deficiencies identified are not 
best addressed in a classroom, but require practical experience, or practicum – (practicum as a 
requirement of an MBA program is a major idea explored throughout this chapter). One value 
identified as a deficiency is patience. The researcher poses the question, “how do you teach 
someone to be patient, within a semester, one day a week?” The answer to that question is that 
you do not, no matter how the classroom environment and instruction is structured (i.e., 
experiential learning; gamification, etc.). Instead, the researcher was informed, through the 
responses of study-participants, that learning patience is a process, which takes time and 
necessitates prolonged exposure to situations or scenarios engendering a patient response. 
 Following is the researcher’s discussion of specific findings presented in Chapter 4. 
Primary findings. The first primary finding in this study was the idea that the definition 
of management had grown to encompass leadership. From the literature we know that leadership 
and management can be considered two distinct constructs, though often times the day-to-day 
activities of a leader and a manager appear very similar (Bass, 1990; Yukl, 2010). The specific 
items that led to this emerging theme were observations among the participants that 
organizations were becoming flatter and thus people were beginning to self-manage. Some of the 
older participants stated that there used to be a hierarchical distinction between different levels of 
management, but that has given way to organizations where people work autonomously. 
Within this same topic, an interesting theme that emerged was the association participants 
made between collaboration and leadership.  French and Raven (1959) made a distinction 
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between five bases of power, which was thought to apply to five types of influence leaders have 
over their followers (Yukl, 2010). It would appear as though study participants conceptualized 
leadership as only being a collaborative relationship (i.e., shared influence). This is an important 
point because when managers behave in a fashion that is perceived as being collaborative, (or 
sharing power with subordinates), managers tend to be viewed more as leaders than managers. 
Graduate 4 stated: 
“I think the definition of management has shifted from management to leadership.  What 
I mean by that is management sometimes can be very ethical, generally it is just 
completing a task and managing people that are helping you complete a specific task or 
purpose, but I think it has shifted from that spot process or paradigm to more of a 
leadership type of process and what I mean by leadership is more management geared 
towards inspiration, towards a bigger purpose, thinking outside the box, inspiring others 
to do more with less.  I think that has kind of shifted towards more of that than in the 
past, in which it was focused on task and directive orders” 
In flat organizational structures the distance between decision makers and decision 
followers is minimized; individuals become more empowered, which may make it appear as 
though managers are taking on more leadership roles. In conjunction with this discussion, a 
second finding in this study was the idea that the role of the manager was increasingly 
burdensome and filled with extra duties. Elaborating more on a particular response from 
Graduate 4, she said: 
“The role of the manager now is more towards inspiring other people do to more with 
less. What I mean by that in the past you are given a task, and you are asked to perform 
it; now you are given the same task but you have constraints on your resources; 
constraints on physical resources, such as cost, on scope, or time; this is what you have to 
work with now.  As a manager now you have to be able to convey, persuade and inspire 
your colleagues and people that are working for you to go above and beyond” 
 
If managers are now expected to operate at a higher level, there should be an expectation within 
organizations to want better trained or qualified managers. Along the lines of what was discussed 
in the literature, one reason why there maybe such dissatisfaction with the MBA paradigm is, 
organizations have unwittingly required more from their managers without ensuring that their 
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managers can actually perform or have the relevant skill sets to be successful. Thus, with more 
pressure on managers to be highly skilled and experienced, the “management training” being 
given in the current MBA paradigm is not adequate. A related third finding was the idea that the 
practice of management had become increasingly complex, while the resources afforded to 
managers had diminished. This particular finding is interesting because, when considered with 
the other noted findings, suggests that organizations may be in the midst of a perfect-storm of 
conflicting circumstances. If stakeholders have trouble differentiating the roles of a manager and 
a leader, yet expect poorly-provisioned managers to be high performers in increasingly complex 
environments, this begs the question of whether or not managers—especially MBAs—will ever 
be viewed favorably. Recruiter 1 shared: 
“The practice of management is a very varied landscape; we still have the older 
generation of managers that still want to micromanage and tell people what to do; I've had them, 
and I did not get along with them at all; I've also had very good managers, who were involved, 
they were willing to share knowledge; I look at those managers differently; the positive 
managers I've had were more involved, sat down with me, and explained how the whole business 
worked; so from that perspective management has changed” 
 
What is noteworthy about Recruiter 1’s statement is that it would appear as though a 
generational gap, changing organizations, and the automation of management into a machine 
function (enabled through intelligent information systems), has yielded issues that only the right 
knowledge and expertise can address; and yet, as we learned in Chapter 2, the basic structure of 
the MBA has not changed since it was first introduced at Harvard in 1908. 
 Revisiting the topic of changing organizational structures and the consolidation of lines 
of authority (i.e., people are self-managing more), the researcher was surprised that the 
participants avoided the topic of technology altogether, while giving responses that demonstrated 
just how powerfully technology had disrupted the practice of management. For example, Faculty 
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4 remarked that managers were expected to stay engaged and available to the organization 24/7 
to a certain extent, and yet Graduate 3 had this to say about work efficiencies and technology: 
“…but it seems that top management gives raises based on how many hours you show 
up, regardless of how efficient you are with the time you are spending in the office. 
They'd rather see you at work for 13 hours, rather than 8 hours doing something very 
well. I can tell you that the people that are here at 6:30 in the morning aren't necessarily 
"just at it". They are just here for show; they are usually on Facebook; I mean I can be 
more productive in six hours than I can in eight. I don't know how old you are, but I think 
there is generational animosity. I get tired of the older generation consistently berating 
the millennial generation and generation "Xers" saying that we are lazy. I'm not lazy, I'm 
just more efficient. It's funny because technology enables us to do our work remotely, but 
just because you don't show up in the office now you are considered lazy” 
 
Again the responses demonstrate disconnectedness in expectations between what the 
organization expects or requires, and how one is treated within the organization. The researcher 
posed the following question in Chapter 2: 
Should we reasonably expect MBA programs to provide well-polished and apprised 
graduates? Or more specifically should the students who are graduating already have a 
good command of the interpersonal and conceptual skills necessary to be an effective 
manager or leader? Hollenbeck and McCall (2003) argue that competence, not 
competencies is what is necessary to make global executive development work. 
Professional development begins with a clear focus of the business need, and experience 
drives development. In many cases the actual business-needs of a particular firm are not 
defined in relation to the goals of any single MBA program so it is highly unlikely that 
MBA graduates will come into an organization with the exact skill sets necessary to 
perform perfectly from day-one (p.56). 
 
The researcher suggests that business organizations may not have a clear idea of what is 
necessary for the enterprise to be successful: within our dynamic and global business 
environment organizations may be just as lost and unprepared to deal with change as the 
“unqualified MBAs” they are onboarding. 
 The researcher also examined the topic of leadership during the interviews and the 
findings were surprising. While a primary finding of the study was that management was 
converging with leadership, in later questions study participants went to great lengths to share 
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their perceptions about the differences between the two roles and constructs. A possibility that 
should be raised is that many people, including the individuals the researcher interviewed, have 
no real sense of the differences between leadership and management. As stated in Chapter 2 
Yukl (2010) and Northouse (2007) note that well known scholars within the field of leadership 
(i.e., Burns, Bass, Stogdill, Rost, Kotter) have observed that there is a lack of consistency in 
terms of how leadership is defined in leadership research, and definitions may change from one 
study to the next. 
 The researcher found that leaders were viewed as creating the organizational vision and 
leading change within the organization, though the responses showed a very idealized—if not 
venerated—perception of the leader. Graduate 3 commented: 
“I think there is a huge difference between a leader and a manager; I think a leader gets 
out in the trenches and helps those they want to guide; a manager, on the other hand, sits 
back and cracks the whip” 
 
Participants seemed to idolize the role of the leader, while negating the value of the role of the 
manager within the enterprise. Recruiter 4 stated: 
“A leader really can look at things more globally and the impact that decisions have more 
in a broader scale and a longer term scale.  Managers tend to be within their unit, or their 
sphere of influence, and it’s sometimes very hard to pull themselves out of that. So the 
transition between a leader and manager is: either you got it or you don't” 
 
The veneration of the leader within the context of creating the vision and leading change was 
supported by another major finding, which was that the leaders who are most admired are those 
that are transformational, and who create an organizational environment where individuals can 
find personal fulfillment. We live an era of Bill Gates, Steve Jobs (now deceased – but no less 
venerated), Warren Buffet, Marissa Meyer, and Mark Zuckerberg. These individuals are viewed 
in almost ‘god-like’ terms, but likely for all of the wrong reasons. Consider that one of the 
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referenced skills gleaned in this research was being charismatic. Most of what we know of these 
individuals comes from the popular press, and admittedly so. Graduate 2 said of Warrant Buffet: 
“I can’t remember his name but he is the guy from Berkshire Hathaway. He is really 
transformational. He gives all his money to charity and I think it is important to give back 
to the communities in which we live”   
 
In a sense what we know of leadership has been celebritized; leadership has become a popularity 
contest, often times at the expense of common decency and concern for others. It is no wonder 
that honesty, integrity, and empathetic were the most idealized values within the interview 
dataset analyzed. People profess to want value-based leaders and managers, but popular or 
celebrity leaders seem to be who we gravitate toward. 
  Along the same lines, leaders that were described as coercive were seen as very poor 
leaders, and lacking in communication and people skills. In fact, almost all of the participants 
agreed that managers needed to have strong interpersonal skills and be relatable; operate 
collaboratively; understand their personal value and the value of their employees; and live with 
honesty and integrity. Recruiter 5 stated: 
“I've already mentioned the aspect of emotional intelligence, but there is also the aspect 
of self-awareness, knowing your strengths and weaknesses…and surrounding yourself 
with team members that know how to bridge those weaknesses that you have…also being 
able to admit failure, as well as support your team when they fail and when they succeed; 
and not taking failure as a weakness, but looking at it as an opportunity to grow and do 
better the next time.” 
 
In summary, while individuals attempt to draw hard definitions around leadership and 
management, there would appear to be a general lack of definition between the two constructs. 
The idealizing of leaders over managers and the ascribing of very positive traits to leaders (while 
denying that managers are capable of possessing the same traits) demonstrates that people view 
leadership and management from a prescriptive perspective, and not from a descriptive 
perspective. The issue with viewing leaders from the perspective of “what they should do” is that 
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it can lead to weak relationships between the leader and the follower. Yukl (2010) in discussing 
leader-follower relationships-types found that charismatic leadership (i.e., popular leadership) is 
a very weak approach because charisma can be ephemeral. A final example is Faculty 2, who 
discussed her dislike for Barack Obama. She admitted that she used to like him, but he fell out of 
favor with her because he started to become aggressive in his politics. Barack Obama has been 
widely cited as a charismatic leader. Implications for the celebritization of leadership and 
management—in relationship to MBA education—are discussed in a subsequent section. 
Findings in relation to research questions 1 – 4.  In this section the researcher 
discusses the findings of research questions 1 through 4 (R1, R2, R3, and R4). The main focus of 
this section is R4, as R4 is what is posited as a new MBA program model. 
The discussion for R1 and R2 is related to the six major variables explored in this study: 
the skills, capabilities, techniques, values, attitudes, and beliefs that are central to leadership and 
management. Examining first the skills findings, the identified skills in this research mirror what 
was previously identified in Chapter 2. Specifically, Katz (1974) seminal article on the skills of 
an effective manager support the findings of this study (i.e., technical, interpersonal, and 
conceptual skills). The critical capabilities identified in this research were considered 
synonymous with the skills identified in this study, meaning that both skills and capabilities 
could be operationalized in the same fashion. For example, having the capability to be 
“relatable” was comparable to having interpersonal skills. 
The findings of this study as it relates to the institutional document review—R3—were 
also congruent with findings in literature presented in Chapter 2. The best practices curricula 
identified in this study were primarily management and quantitative courses, which was 
consistent with what Datar et al. (2010) identified in their study (p.32). The focus on technical 
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courses in MBA programs is not atypical and is supported by the literature: technical skills are 
one of three skill areas identified by Katz (1975). Yukl (2010) also found that when evaluating 
the role or stature of a manager at three levels—low, medium, and high—low and medium level 
managers must be well versed on the technical aspects of the work they are managing, as they 
are nearer to the line workers doing the technical work. According to Yukl, as individuals move 
to higher positions or roles within an organization, interpersonal skills become much more 
important and relevant. Based on the findings of this research (R1 and R2), interpersonal skills 
should stressed at all levels of management hierarchies, which would necessitate the need to 
rethink the areas of focus in current best practices curricula. 
A new model MBA, presented as the findings for R4, was not particularly striking, 
though the findings did suggest that the current program architecture of most well-regarded 
MBA programs needs to be rethought. The new model MBA, as defined in Chapter 4, Table 33, 
consisted of three elements: best practices curricula, deficiencies, and major findings of the 
study. Within best practices curricula, the study findings supported the continued focus on 
management and quantitative courses. As discussed earlier, it is important for a manager to have 
a firm grasp on the technical aspects of the operation he is leading. Graduate 3 shared that out of 
all of the courses she took while matriculating through her MBA program, the course she still 
draws from is managerial accounting. Graduate 3’s statement would support the idea that 
technical fundamentals are a baseline for a new model MBA.  
Perhaps the most “radical” findings as it relates to R4 are the deficiencies identified. This 
study found that interpersonal concerns comprised the bulk of the deficiencies, which suggests 
that the current MBA paradigm may be too theoretical, and not practical. This finding is 
supported by earlier points raised in Chapter 2 by Bennis & O’Toole (2005) and Mintzberg 
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(2005), which both suggested that students were not being given the multidisciplinary, practical, 
and ethical perspectives of business necessary to be successful. In order to address the 
interpersonal deficiencies this researcher suggests that a new model MBA program would consist 
of a period of extended fieldwork or practicum—post coursework—which would focus on giving 
MBA students practical human-relations experience. For example one deficiency identified by 
this research was “empathy”. In extended field work, MBA students might travel abroad for 
three to four months, to countries, states, cities, or environments where there exists large social 
justice issues. Countries, where much of the population still exists in a state of extreme poverty, 
might be suitable for such a practical learning experience. Students would interact with and assist 
local populations to better understand their needs, while building interpersonal skills in the 
process. 
Finally, major findings of the study (R1 and R2) were posited as a third element of a new 
model MBA. The major findings of the study suggested that a new model MBA would need to 
address, be sensitive to, or recognize the following: 
1. Management encompasses leadership 
2. The managers role is more difficult, and the practice of management is more complex 
3. Leaders should be focused on change enabled through a strong vision, while 
managers should support that vision by meeting the objectives of the organization 
4. Leaders should be transformational, help their followers find personal fulfillment, not 
be coercive, should have strong interpersonal skills, should be able to relate to others, 
should incorporate collaborative decision making practices, should lead with honesty 
and integrity, should understand the value of human capital, and above all: remain 
calm during moments of crisis because followers will look to the leader for guidance 
 
As can be seen, the major findings emphasize management in the style of transformational 
leadership. Yukl (2010), citing others, defines transformational leadership as consisting of four 
elements: idealized influence, inspirational motivation, individualized consideration, and 
intellectual stimulation. From a practical perspective transformational leaders inspire their 
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followers to achieve personal and organizational objectives at an intrinsic level. Within the 
context of an MBA program, extended fieldwork or practicum might also address some of the 
major findings, especially as it relates to molding transformational managers. It is worthwhile to 
note that some aspects of molding transformational managers might include curricular elements, 
such as what one might find in a Masters or Doctor of Organizational Leadership program. 
Certainly understanding the theory behind particular leadership practices is integral to ensuring 
the success of extended fieldwork or practicum, since it is within these contexts that participants 
would apply what they learned. 
Implications for Contemporary Leadership and Management 
 In a previous section the researcher discussed what he termed the celebritization of 
leadership, which is that people tend to look up to leaders that are well liked, or part of the 
consciousness of popular culture. This concept is important to explore because of a perceived 
convergence between leadership and management, by the study participants. Khurana (2007) 
found that managers are still the lynch-pin in keeping an organization stable, and consistent, and 
yet the aspects of planning, controlling, staffing, and supervising (i.e., management at its core) is 
viewed as being old fashioned and out of date. 
 Perhaps one reason why management is perceived as old fashioned is because of the 
increasing use of technology to manage the enterprise. Someone may not be telling an individual 
what to do, but a machine becomes a part of the process of control; a basic example of machines 
supplanting human-managers is electronic time-cards. A more complex example is automated 
assembly line efficiency tracking; someone may not be standing over a line-worker’s shoulder, 
but certainly data about that individual is being tracked and monitored for speed and efficiency 
purposes. Other examples include the consistent tracking of the whereabouts of employees 
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through company provided electronics like cellular phones, tablets, and other mobile devices. 
Faculty 4’s comment that managers are “expected to be connected and available 24/7” is an 
example of management via technology. 
 Irrespective of how management is perceived, the functions of management are still 
necessary within the enterprise. Individuals, unless they are inspired through transformational 
means, are generally not intrinsically motivated to achieve organizational objectives; most 
employees require some kind of incentive to ensure performance (Bass, 1990). If followers 
within modern business organizations begin to vilify the basic functions of management (i.e., 
control), and gravitate towards leaders that they perceive as being less old fashioned, there is a 
chance that objectives will not be achieved successfully. 
 Organizations should reevaluate the skills, capabilities, and techniques truly needed by 
their managers. The skills, capabilities and techniques identified in this study are no-doubt 
important, and are certainly deficient in today’s business education; yet all organizations require 
some kind of structure, and a means of maintaining this structure, which is the role of the 
manager. For this reason, the core curricula considered best practices, and identified in this 
study, is still ideal as baseline knowledge for managers and leaders in the 21st century. While 
discussed at length previously, leaders and managers alike must understand the technical aspects 
of the organization, and have the relevant technical skills to function in their role. More 
importantly, interpersonal skills are likely more useful when a manager has the technical 
expertise in hand as well. Revisiting French and Raven (1959), expert power (i.e., influence 
because of knowledge) is just as important as formal power (i.e., influence because of position); 
leaders that can affect both types of influence are more likely to be respected by their followers 
(Yukl, 2010). 
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Implications for Business Schools and MBA Programs 
The researcher previously discussed the state of higher education, and specifically MBA 
education in the United Sates, in Chapter 2. The researcher revisits this discussion, in 
conjunction with the findings presented in Chapter 4 along the lines of a new model MBA.  
The researcher cited several challenges to higher education in the United States including 
a knowledge-based economy, globalization, rising tuition, a consensus that higher education was 
not meeting the needs of students and industry, and growth in the private for-profit sector of 
education.  The researcher raised the point that the issues plaguing higher education at the macro 
level were likely affecting all areas and disciplines, including the MBA degree. Many of the 
criticisms aimed at higher education were found to be very similar to the criticisms aimed at the 
current MBA paradigm. 
 A review of the specifics of the MBA degree in the literature revealed that the MBA 
degree had a 106 year history coinciding with various social, economic, and technological 
changes occurring from the 19th century to the present. The literature also suggested that since 
1908—(when Harvard first introduced the MBA degree)—little had changed about the MBA’s 
curricular focus, though many variations of the MBA program had since emerged (e.g., 
executive MBA, fully-employed MBA, etc..). The purpose of the MBA degree was stated as 
being to develop leadership and management skills and potential. 
 As reported in the Chapter 4 findings, there exists deficiencies in what MBA programs 
are imparting to graduates as it relates to the skills, capabilities, techniques, values, attitudes, and 
beliefs MBA stakeholders perceive as being crucial to leadership and management. In order to 
address the deficiencies in a meaningful manner, institutions will have to redesign MBA 
programs from the ground up, as suggested by the researcher in his discussion of a new model 
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MBA. Datar et al. (2010) asserted that business schools need to update the frameworks and 
methods being used in today’s MBA programs, but it is the position of this researcher that this 
approach does not go far enough. Instead, the findings of this research suggest that extended 
fieldwork or practicum needs to be a pivotal part of MBA programs going forward. 
 Within the literature, Khurana (2007) presents a strong case for practicum, and compares 
it to the requirements of other licensed professions such as doctors of medicine, lawyers, 
pharmacists, and CPAs. Even contractors, doing miscellaneous manual labor, are regulated and 
must meet certain qualifications for licensure in the jurisdiction in which work is performed. Yet, 
companies let MBAs run multi-million dollar operations, or lead teams of people, without ever 
assessing if they possess the relevant capabilities to do so. In the current model of supply and 
demand (i.e., schools supply MBAs, which businesses supposedly demand) organizations simply 
trust an MBA degree holder is proficient in every aspect of business. Practically speaking, it is 
impossible for organizations to assess the core skills, capabilities, techniques, values, attitudes, 
and beliefs identified in this research, of every MBA that is hired; in that regard organizations 
are left at the mercy of the business schools they trust to do an adequate job of preparing MBA 
graduates for industry. While it is not impossible for organizations to fill the void in preparation 
left by the business schools, most organizations lack the manpower or resources to do so. As 
noted in Chapter 1, for the organizations that have stepped up to fill this void, they have opted to 
forego hiring MBAs entirely, since ultimately MBA and non-MBA alike will need to be molded 
according to the demands of the organization. A better approach is for business schools to 
preempt this cycle of dissatisfied organizations, and unprepared MBA graduates, by 
implementing extended fieldwork, or practicum, into their MBA programs. 
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 As noted in the review of the literature, there were several challenges facing the MBA 
degree. The primary challenge was that the MBA degree was facing an identity crisis and its 
perceived value among private industry was diminishing. There was consensus among 
researchers that business schools were doing a poor job equipping MBA graduates with relevant 
skill sets. The literature revealed that the number of institutions offering MBA degrees had 
grown substantially since 2000, with many offering degrees of low-quality—when compared to 
highly-regarded programs—thereby exacerbating the quality and connectedness issues cited by 
pundits critical of the MBA degree. Finally, the literature suggested that critics and supporters of 
the MBA degree felt that business schools needed to become better aligned with private industry 
needs, (though there were concerns that business schools—in an attempt to be better aligned— 
had become too specialized). 
 Based on the challenges in higher education, the challenges facing the MBA degree, and 
the deficiencies identified in the findings, the researcher asserts that business schools should 
move toward a new model MBA program. A new model MBA program, as suggested in this 
study, will breathe new life and bring about new innovations within the MBA paradigm. 
Extended field work or practicum, which is the cornerstone of a new model MBA, will afford 
MBA graduates life- and practical-experience, which is currently missing. Practicum is an 
element that other professions have long enjoyed because it works. Our future managers and 
leaders should also be subject to such methods in order to strengthen their effectiveness and 
capabilities within the enterprise. Organizations trust their leaders and managers to run 
technically sound operations, operate with integrity and honesty, and move the organization 
forward in a stable fashion. Yet organizations and business schools, alike, have not provided a 
means for properly educating the individuals that are entrusted with so much.  
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Suggestions for the length of time for extended fieldwork or practicum are out of scope 
for this discussion, as more research in this area must be done (see Suggestions for Further 
Research). However, business schools should begin investigating how a new MBA program 
model might adapted within their institutions. The world around us has changed, and business 
education must adapt as well. 
Limitations 
 There were a number of limitations for this study, including the number of study 
participants interviewed, the number of MBA programs reviewed, the location of the business 
schools reviewed, and the researcher’s limited access to institutional documents. 
 The study design called for a range of between six and 15 study participants, for which 
the researcher was able to recruit 14 participants. While the number of participants fell within the 
range defined in Chapter3, compared to the foundational research performed by Datar et al. 
(2010) the number of participants was low. Datar et al. (2010) interviewed business school deans 
and faculty from leading business schools in the US and Europe, as well as a fair number of 
executives from leading companies across the world. The researcher acknowledges that limited 
time and resources precluded his ability to expand the number of participants. 
 Limited time and resources were also factors in why five MBA programs in Southern 
California were selected for examination, instead of a larger (or more geographically dispersed) 
population of MBA programs. The researcher resides in Southern California, and is associated 
with Pepperdine University—(one of the institutions comprising the five MBA programs 
reviewed in this study)—which created efficiencies for him when executing this research. 
 Finally the researcher’s level of access to institutional documents was a limitation. The 
initial study design called for a review of MBA course syllabi; however, three out of five 
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institutions reviewed in this study declined to release course syllabi, which necessitated that the 
method for this study be updated to reflect that the researcher would only analyze documents 
publically available from the websites of the MBA programs reviewed. While course syllabi 
were examined in Datar et al.’s (2010) study, Datar et al. (2010) acknowledged that their level of 
access to information, people, resources, and private institutional data was unique. 
 Finally the researcher acknowledges that the findings of this study may not be 
generalizable for all MBA programs, or MBA stakeholders, as a result of the qualitative method 
chosen. 
Suggestions for Future Research 
 Findings discussed in this chapter suggest that a new model MBA program should be 
adapted by business schools in order to address the changing leadership and management of 
needs of today’s organizations. Within the literature reviewed, the topic of whether practicum or 
extended fieldwork could work as a requirement of MBA programs was not found; this may be a 
result of the unchanging model business schools have employed for over 100 years (Datar, et al., 
2010). As scholars and practitioners intuitively know, employers desire or require experience, 
since it is more efficient and cost effective for the enterprise (i.e., unnecessary resources are not 
wasted on training, molding, or mentoring) (Dillon, et al., 2011). Yet business schools seem 
reticent to implement extended fieldwork or practicum as a degree-requirement; as a result, 
students continue to put the “cart before the horse” by looking to extend their pre-degree work-
experience before engaging with the practice of management and leadership in an academic 
environment. This is evidenced by the average work experience of MBA students—5 years—at 
the business schools reviewed in this study. The result of this fragmented cycle is that 
organizations never quite get leadership-ready employees; business schools get students “who 
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know everything” but fail at the practical aspects of their education; and MBA graduates end 
their tenure at business school by taking management positions they are unprepared for, which 
creates undue angst for everyone involved. 
 When the researcher interviewed Faculty 3, Faculty 3 asked the researcher if he thought 
there was a place for practicum within the MBA paradigm, to which the researcher responded, 
“Sure, but who would have the time to complete such a requirement?” Faculty 3 was incredulous 
and retorted, “Who told you that? Who told you that students don’t have time for practical 
application?” The reality is that in the current paradigm, fulltime MBA programs are setup to 
matriculate students in 2-years, and then move on to the next group of students. Graduates 
become part of powerful alumni networks—(e.g., USC Marshall’s alumni network is comprised 
of more than 78,000 people)—and then either make it, or fade into obscurity. Ironically, the 
larger the alumni network of a business school becomes, the more an institution touts the 
network as a real-asset to incoming students – this is a vicious cycle. A better approach is to 
invest in an MBA program architecture that produces the highest caliber industry-ready leaders 
and managers through extended fieldwork or practicum. 
 The researcher suggests that a very valuable focus of future research would be to answer 
the question posed by Faculty 3: “Who said students don’t have time for practical application?” 
The question is crudely worded, but it accurately describes where business schools are with 
practicum: they lack any defensible evidence that practicum can or cannot work in an MBA 
program, though the topic of fieldwork (including internships) is hotly debated and rife with 
speculation (Dillon, et al., 2011). 
 The specific research that the principal investigator is suggesting is a mixed-method 
study that would examine institutions that have successfully implemented practicum in business 
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administration or a closely related master-level subject. If a suitable population, with an 
appropriate sample-size, could be identified, the quantitative portion of the study would analyze 
data on the inputs and outputs of implementing practicum for the purpose of generalizing the 
results (i.e., student outcomes, institutional outcomes, expense, implementation time, etc.). The 
qualitative portion of the study would go in-depth with a subset of the population and create 
case-studies, which would describe the process of implementing practicum from end-to-end. 
Stakeholder experiences would be gathered, documented, and included in each case-study as part 
of a rich description of the process and effects of implementing practicum. 
 A second—equally valuable—focus of future research would be to investigate the 
admissions process and requirements for well-regarded, AACSB accredited MBA programs. In 
the current paradigm, students applying to highly-ranked MBA programs tend to trend similarly 
in terms of demographics, which suggests that MBA programs may be catering to a particular 
type of student, with particular types of characteristics. Mintzberg (2005) found that MBA 
students typically view the MBA as the shortest route to money, power, and status, which may 
be one reason why this study found that interpersonal characteristics such as empathy and care-
for-others are lacking in today’s leaders and managers. Future research about the admissions 
process and requirements might qualitatively and quantitatively examine the success of 
introducing other types of criteria for admissions such as psychological assessments measuring 
personality and emotional intelligence. The importance of such research would be to determine if 
the professional outcomes for MBA graduates might be improved, or the deficiencies for MBA 
programs, corrected. 
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 The researcher believes that such research is needed to provide guidance to institutions 
seeking to try something new in graduate business education, (but who may be afraid because 
they lack clarity, quality research, and objective information on the topic). 
Summary 
 In Chapter 5 the findings of this research were illuminated. A discussion of the 
differences between the Datar et al. (2010) study was had. Following, a discussion of the major 
findings of the research was presented. The findings in relation to research questions 1 – 4 were 
also discussed, and a new model MBA program posited in Chapter 4 was further described. 
Implications for the major findings of this research for leaders and managers, and business 
schools and MBA programs, were presented. Finally study limitations, and suggestions for future 
research were discussed. 
  
 140 
 
REFERENCES 
 
A. Gary Anderson Graduate School of Management (AGSM). (2014). About. Retrieved from 
http://agsm.ucr.edu/about/. 
Association to Advance Collegiate Schools of Business (AACSB). (2012). Accreditation. 
Retrieved from http://www.aacsb.edu/accreditation/accreditedmembers.asp. 
Association to Advance Collegiate Schools of Business (AACSB). (2014). Board of directors. 
Retrieved from http://www.aacsb.edu/About/governance/board.aspx. 
Almog-Bareket, G. (2011). The missing component in mba programs. Management Decision, 
49(10), pp. 1600-1611. http://dx.doi.org/10.1108/00251741111183771. 
Appelbaum, B. (2012, January 25). Fed signals that a full recovery is years away. The New York 
Times. Retrieved from http://www.nytimes.com/2012/01/26/ 
business/economy/fed-to-maintain-rates-near-zero-through-late-2014.html. 
Arbaugh, J. (2000). How classroom environment and student engagement affect learning in 
internet-based mba courses. Business Communication Quarterly, 63(4), 9-26. Retrieved from 
http://search.ebscohost.com/login.aspx?direct 
=true&db=buh&AN=3939959&site=ehost-live&scope=site. 
Ashton, M. (2012, January 26). The mba pay-off. Finweek, 8-12. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=buh&AN=72369695&site=ehost-
live&scope=site. 
Athavaley, A. (2008, October 14). Escape route: Seeking refuge in an MBA program. Wall 
Street Journal, D1, D4. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=a9h&AN=34727366&site=ehost-
live&scope=site. 
 141 
 
Badenhausen, K. (2011, August 3). The best business schools. Forbes Online. Retrieved from 
http://www.forbes.com/sites/kurtbadenhausen/2011/08/03/the-best-business schools. 
Baik, K. (2003). Issue leadership theory and its implications in global settings. Advances in 
Global Leadership, 3, 37-62. doi:10.1016/S1535-1203(02)03003-4. 
Bailey, A.R., Chow, C.W., & Haddad, K.M. (1999). Continuous improvement in business 
education: Insights from the for-profit sector. Journal of Education for Business, 74(3), 165-
185. doi: 10.1080/08832329909601681. 
Baum, S. & McPherson, M. (2011). Is education a public good or a private good? The Chronicle 
of Higher Education. Retrieved from http://chronicle.com/blogs/ 
innovations/is-education-a-public-good-or-a-private-good/28329. 
Bass, B. (1990). Bass and stogdill’s handbook of leadership: Theory, research, and managerial 
applications. New York, NY: The Free Press. 
Beauchamp, T. L., & Bowie, N. F. (1988). Ethical theory and business (3rd ed.). Englewood 
Cliffs, NJ: Prentice Hall. 
Bennis, W. B., & O’Toole, J. (2005). How business schools lost their way. Harvard Business 
Review, 83(5), 96–104. Retrieved from http://search.ebscohost.com 
/login.aspx?direct=true&db=buh&AN=16951583&site=ehost-live&scope=site. 
Bettinger, E., & Long, B. (2010). Does cheaper mean better? The impact of using adjunct 
instructors on student outcomes. The Review of Economics and Statistics, 92(3), 598-613. 
Retrieved from http://search.ebscohost.com/login.aspx? 
direct=true&db=buh&AN=54995120&site=ehost-live&scope=site. 
 
 142 
 
Black Issues in Higher Education (n.a.). (2003). Mba graduates face sobering job market. Black 
Issues in Higher Education, 20(3). Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=eft&AN=507817213&site=ehost-
live&scope=site. 
Blackburn, G. (2011). Which master of business administration (mba)? Factors influencing 
prospective students' choice of MBA programs – an empirical study. Journal of Higher 
Education Policy and Management, 33(5), 473-483. doi: 10.1080/1360080X.2011.605222.  
Blass, E., & Weight, P. (2005). The MBA is dead – part 1: God save the MBA! On the Horizon, 
13, 4, 229-240. http://dx.doi.org/10.1108/10748120510627358. 
Bonner, B. (2012, June 5). Ready to pop? The subprime student loan bubble balloons. The 
Christian Science Monitor. Retrieved from http://www.csmonitor.com/Business/ 
The-Daily-Reckoning/2012/0605/Ready-to-pop-The-subprime-student-loan-bubble-balloons. 
Bradshaw, D. (2007). Business school rankings: The love-hate relationship. Journal of 
Management Development, 26(1), 54-60. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=buh&AN=24373704&site=ehost-
live&scope=site. 
Brott, P. E., & Myers, J. E. (1999). Development of professional school counselor identity: A 
grounded theory. Professional School Counseling, 2(5), 339. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=psyh&AN=1999-05701-
002&site=ehost-live&scope=site. 
Bruce, G.D. (2009). Exploring the value of mba degrees: students’ experiences in full-time, part-
time, and executive mba programs. Journal of Education for Business, 85(1), 38-44. 
doi:10.1080/08832320903217648. 
 143 
 
Burns, J.M. (1978). Leadership. New York, NY: Harper & Row. 
Caligiuri, P. (2006). Developing global leaders. Human Resource Management Review, 16, 219-
228. doi:10.1016/j.hmr.2006.03.009. 
Carnegie Foundation for the Advancement of Teaching. (2012). Foundation History. Retrieved 
from http://www.carnegiefoundation.org/about-us/foundation-history. 
Cheng. E.W. (2000). Test of the mba knowledge and skills transfer. International Journal of 
Human Resource Management, 11(4), 836-852. doi: 10.1080/09585190050075150. 
Christensen, C.M., & Eyring, H.J. (2011). The innovative university. San Francisco, CA: Jossey-
Bass. 
Clemmitt, M. (2011). Student debt: Is the college-loan system fair? CQ Researcher, 21, 877-900. 
Retrieved from https://www.maxwell.syr.edu/uploadedFiles/ 
cqr20111021c.pdf. 
Conner, J. (2000). Developing the global leaders of tomorrow. Human Resource Management, 
39(2), 146-157. Retrieved from http://search.ebscohost.com/ 
login.aspx?direct=true&db=buh&AN=13643802&site=ehost-live&scope=site. 
Cornelius, D. (2011). The education and skills gap: A global crisis. Techniques: Connecting 
Education and Careers, 86(4), 50-55. Retrieved from 
http://www.eric.ed.gov/contentdelivery/servlet/ERICServlet?accno=EJ926104. 
Creswell, J.W. (2007). Qualitative inquiry and research design: Choosing among five 
approaches. Thousand Oaks, CA: Sage Publications. 
Creswell, J.W. (2009). Research design: Qualitative, quantitative, and mixed-methods 
approaches. Thousand, Oaks, CA: Sage Publications. 
 144 
 
Cross, J., & Goldenberg, E. (2009). Off-track profs: Nontenured teachers in higher education. 
Cambridge, MA: The MIT Press. 
Damast, A. (2008, November 24). B-schools and the financial bust. Business Week. Retrieved 
from http://www.thefreelibrary.com/B-SCHOOLS+AND+THE+FINANCIAL+BUST-
a01611721068. 
Damast, A. (2010, September 23). For b-schools, opportunities rise in africa. Business Week. 
Retrieved from http://www.businessweek.com/bschools/content/sep2010 
/bs20100923_625436.htm. 
Daniels, L. (1989, December 17). Raising money tops colleges' agenda for 90's. The New York 
Times. Retrieved from http://www.nytimes.com/1989/12/17/us/raising-money-tops-colleges-
agenda-for-90-s.html?pagewanted=all&src=pm. 
Datar, S., Garvin, D.A., & Cullen, P.G. (2010). Rethinking the mba: Business education at a 
crossroads. Boston, MA: Harvard Business School Publishing. 
DeAngelo, H., DeAngelo, L., & Zimmerman, J. L. (2005). What’s really wrong with US business 
schools? Retrieved from http://ssrn.com/abstract=766404. 
DeVise, D. (2012, March 16). Rethinking MBA supply as demand shifts. The Washington Post. 
Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.7848bcc4-689a-
11e1-9210-0b8d0e6543cc&login.asp?custid=s8480238&site=ehost-live&scope=site. 
Dillon, M., McCaskey, P., & Blazer, E. (2011). MBA internships: More important than ever. 
Journal of Education for Business, 86(1), 44-49. doi: 10.1080/08832321003774764. 
 145 
 
Feldman, D. (2005). The food’s no good and they don’t give us enough: Reflections on 
mintzberg’s critique of mba education. Academy of Management Learning & Education, 
4(2), 217–220. doi:10.5465/AMLE.2005.17268569. 
Francisco, W., Noland, T., & Sinclair, D., (2008). Aacsb accreditation: Symbol of excellence or 
march toward mediocrity?  Journal of College Teaching & Learning, 5(5), 25-30. Retrieved 
from http://www.cluteinstitute-onlinejournals.com/ 
archives/abstract.cfm?ArticleID=972. 
Freidson, E. (1988). Professional powers: A study of the institutionalization of formal 
knowledge. Chicago, IL: University of Chicago Press. 
Gerdes, L. (2005, October 24). Programs picking up the pace. Business Week. Retrieved from 
http://www.businessweek.com/stories/2005-10-23/programs-picking-up-the-pace. 
Graziadio School of Business and Management (Graziadio). (2014). About us. Retrieved from 
http://bschool.pepperdine.edu/aboutus/. 
Greenleaf, R. K. (1970). The Servant as Leader. Indianapolis, IN: Greenleaf Center. 
Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate power and 
greatness. New York, NY: Paulist Press. 
Grey, C. (2004). Reinventing business schools: the contribution of critical management 
education. Academy of Management Learning & Education, 3(2), 178-186. doi: 
10.5465/AMLE.2004.13500519. 
Harvard Business School (HBS). (2012a). Institutional memory: Timeline 1908. Retrieved from 
http://institutionalmemory.hbs.edu/timeline/1908/ 
harvard_corporation_votes_to_establish_hbs.html. 
 146 
 
Harvard Business School (HBS). (2012b). Digital resources. Retrieved from 
http://www.library.hbs.edu/hc/buildinghbs/digital-resources.html. 
Harvard Business School (HBS). (2012c). The hbs advantage. Retrieved from 
http://www.hbs.edu/mba/hbsadvantage/. 
Heriot, K., Franklin, G., & Austin, W. (2009). Applying for initial aacsb accreditation: An 
exploratory study to identify costs. Journal of Education for Business, 84(5), 283-289. 
Retrieved from http://search.ebscohost.com/login.aspx? 
direct=true&db=buh&AN=37698993&site=ehost-live&scope=site. 
Hindo, B. (2002, October 21). An MBA: Is it still worth it? Business Week, 104-105. Retrieved 
from http://search.ebscohost.com/login.aspx? 
direct=true&db=buh&AN=7512298&site=ehost-live&scope=site. 
Hollenbeck, G.P. & McCall, M.W. (2006). 8 myths about developing global executives. 
Retrieved from http://www.ed.gov/news/press-releases/gainful-employment-regulations. 
James, R., Baldwin, G., & McInnis C. (1999). Which university? The factors influencing the 
choices of prospective undergraduates. Canberra: Australian Government Publishing 
Service.  
Jaschik, S. (2009, April 21). Higher learning, greater good. Inside Higher Education. Retrieved 
from http://www.insidehighered.com/news/2009/04/21/mcmahon. 
Johnson, N. R. (2011). Phoenix rising: Default rates at proprietary institutions of higher 
education and what can be done to reduce them. Journal of Law & Education, 40(2), 225-
271. Retrieved from http://search.ebscohost.com/login.aspx? 
direct=true&db=eft&AN=502149809&site=ehost-live&scope=site. 
 147 
 
Katz, R. L. (1955). Skills of an effective administrator. Harvard Business Review, 33(1), 33-42. 
Retrieved from http://search.ebscohost.com/login.aspx? 
direct=true&db=buh&AN=6774557&site=ehost-live&scope=site. 
Khurana, R. (2007). From higher aims to hired hands: The social transformation of american 
business schools and the unfulfilled promise of management as a profession. Princeton, NJ: 
Princeton University Press. 
Kiki, L. (2011). Is an MBA still worth the time, effort, and cost? The Sunday Times. Retrieved 
from http://sundaytimes.lk/120108/Education/ed17.html. 
Kim, L. (2011, July 18). The most expensive keywords in google adwords. Word Stream Blog. 
Retrieved from http://www.wordstream.com/blog/ws/2011/07/18/most-expensive-google-
adwords-keywords. 
Kirkpatrick, S. A., & Locke, E. A. (1996). Direct and indirect effects of three core charismatic 
leadership components on performance and attitudes. Journal of Applied Psychology, 81(1), 
36-51. Retrieved from http://search.ebscohost.com/login.aspx? 
direct=true&db=buh&AN=12428451&site=ehost-live&scope=site. 
Lechuga, V. (2006). The changing landscape of the academic profession. New York, NY: Taylor 
and Francis Group. 
Lord, R. G., De Vader, C. L., & Alliger, G. M. (1986). A meta-analysis of the relation between 
personality traits and leadership perceptions: An application of validity generalization 
procedures. Journal of Applied Psychology, 71, 402–410. Retrieved from 
http://search.ebscohost.com/login.aspx? 
direct=true&db=buh&AN=5111639&site=ehost-live&scope=site. 
 148 
 
Lutz, B. (2011). Car guys vs. bean counters: The battle for the soul of american business. New 
York, NY: Portfolio/Penguin. 
Mann, R. D. (1959). A review of the relationship between personality and performance in small 
groups. Psychological Bulletin, 56, 241–270. doi: 10.1037/h0044587. 
McKendall, M., & Lindquist, S. (1997). True colors: The response of business schools to 
declining enrollments. Journal of Business Ethics, 16, 867–872. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=phl&AN=PHL1649242&site=ehost-
live&scope=site. 
McMahon, W.W. (2009). Higher learning, greater good: The private and social benefits of 
higher education. Baltimore, MD: Johns Hopkins University Press. 
Mercer, G.I. (1996). The global citizenship mba orientation program: Action learning at the 
university of michigan business school. Journal of Business Ethics, 15, 111-120. Retrieved 
from http://search.ebscohost.com/login.aspx? 
direct=true&db=phl&AN=PHL1636333&site=ehost-live&scope=site. 
Merriam-Webster. (2008). Merriam-Webster's collegiate dictionary (11th ed.). Springfield, MA: 
Merriam-Webster. 
Mintzberg, H. (2005). Managers not mbas: A hard look at the soft practice of managing and 
management development. San Francisco, CA: BK Publishers. 
Mokyr, J. (1990). The lever of riches: Technological creativity and economic progress. New 
York, NY: Oxford University Press. 
Mumford, M. D., Zaccaro, S. J., Connelly, M. S., & Marks, M. A. (2000). Leadership skills: 
Conclusions and future directions. Leadership Quarterly, 11(1), 155–170. Retrieved from 
http://search.ebscohost.com/login.aspx? 
 149 
 
direct=true&db=buh&AN=2987733&site=ehost-live&scope=site. 
Patton, M.Q. (2002). Qualitative research and evaluation methods. Thousand Oaks, CA: Sage 
Publications. 
Riesman, D. (1956). The academic procession: Constraint and variety in american higher 
education. Lincoln, NB: University of Nebraska Press. 
Roberts, W., Johnson, R., & Groesbeck, J. (2006). The perspective of faculty hired after aacsb 
accreditation on accreditation's impact and importance. Academy of Educational Leadership 
Journal, 10(3), 59-71. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=eft&AN=507862366&site=ehost-
live&scope=site. 
Roome, N. (2005). Teaching sustainability in a global mba: Insights from the onemba. Business 
Strategy and the Environment, 14, 160-171. doi:10.1002/bse.445. 
Rossett, A. (2002). The astd e-Learning handbook. New York, NY: McGraw-Hill. 
Rubin, R., & Dierdorff, E. (2009). How relevant is the mba? Assessing the alignment of required 
curricula and required managerial competencies. Academy of Management Learning & 
Education, 8(2), 208–224. doi:10.5465/AMLE.2009.41788843. 
Segev, E., Raveh, A., & Farjoun, M. (1999). Conceptual maps of the leading mba programs in 
the united states: Core courses, concentration areas, and the ranking of the school. Strategic 
Management Journal, 20, 549–565. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=buh&AN=2171738&site=ehost-
live&scope=site. 
Sire, J. (2004). Naming the elephant: Worldview as a concept. Downers Grove, IL: InterVarsity 
Press. 
 150 
 
Stanford Graduate School of Business (Stanford). (2012). Why Stanford. Retrieved from 
http://www.gsb.stanford.edu/mba/stanford_dynamic. 
Stogdill, R. M. (1948). Personal factors associated with leadership: A survey of the literature. 
Journal of Psychology, 25, 35–71. doi:10.1080/00223980.1948.9917362. 
Stogdill, R.M. (1974). Handbook of leadership: A survey of theory and research. New York, 
NY: The Free Press. 
Suutari, V. (2000). Global managers: career orientation, career tracks, life-style implications and 
career commitment. Journal of Managerial Psychology, 18(3), 185. 
doi:10.1108/02683940310465225. 
Symonds, M. (2011, August 3) A resurgent MBA market. Forbes Online. Retrieved from 
http://www.forbes.com/sites/mattsymonds/2011/08/03/a-resurgent-m-b-a-jobs-market/. 
Terrell, S. (2011). How global leaders develop: A phenomenological study of global leadership 
development. Unpublished Doctoral Dissertation. George Washington University, 
Washington, D.C. 
Treverton, G.F., & Bikson, T.K. (2003). New challenges for international leadership: 
Positioning the united states for the 21st century. Issue Paper, RAND, IP-233-IP. 
UCLA Anderson School of Management (UCLA Anderson). (2014). About. Retrieved from 
http://www.anderson.ucla.edu/x24166.xml. 
University of California Santa Barbara, the American Presidency Project (UCSB). (2012). Harry 
S Truman. Retrieved from 
http://www.presidency.ucsb.edu/ws/index.php?pid=12802#axzz1zosNe5LI. 
 151 
 
University of California. (2003). A. gary anderson school of management gains aacsb 
international accrediation. Retrieved from 
http://www.universityofcalifornia.edu/news/article/5333 
UCI Paul Merage School of Business (Merage). (2014). Overview. Retrieved from 
http://merage.uci.edu/AboutSchool/index.aspx. 
University of Phoenix. (2014). Accreditations and licensures. Retrieved from 
http://www.phoenix.edu/about_us/accreditation.html. 
University of South Florida. (2012). Bachelors degree not enough. The Oracle. Retrieved from 
http://www.usforacle.com/opinion/bachelor-s-degree-no-longer-enough-for-job-market-
1.2741011. 
US Department of Education. (2006). A test of leadership: charting the future of US higher 
education. Washington D.C.: US Department of Education, Education Publications Center. 
US Department of Education. (2010). Department of education establishes new student aid rules 
to protect borrowers and taxpayers. Retrieved from http://www.ed.gov/news/press-
releases/department-education-establishes-new-student-aid-rules-protect-borrowers-and-tax .        
US Department of Education. (2012a). The condition of education 2012 (nces 2012-045). 
Retrieved from http://nces.ed.gov/pubsearch/pubsinfo.asp?pubid=2012045. 
US Department of Education. (2012b). Obama administration announces new steps to protect 
students from ineffective career college programs. Retrieved from 
http://www.ed.gov/news/press-releases/gainful-employment-regulations. 
US News & World Report (USNWR) (2014). 2015 best business schools. US News & World 
Report. Retrieved from http://grad-schools.usnews.rankingsandreviews.com/best-graduate-
schools/top-business-schools/mba-rankings. 
 152 
 
USC Marshall School of Business (Marshall). (2014). Welcome to marshall. Retrieved from 
http://www.marshall.usc.edu/about/marshall. 
Vaara, E., & Fay, E. (2011). How can a bourdieusian perspective aid analysis of mba education? 
Academy of Management Learning & Education, 10(1), 27–39. 
Vidaver-Cohen, D. (2007). Reputation beyond the rankings: A conceptual framework for 
business school research. Corporate Reputation Review, 10(4), 278–304. 
Wharton. (2012a). A history of leadership. Retrieved from 
http://www.wharton.upenn.edu/huntsmanhall/timeline/1881.html. 
Wharton. (2012b). The Wharton MBA difference. Retrieved from 
http://www.wharton.upenn.edu/mba/the-wharton-mba-difference.cfm 
Yukl, G. (2010). Leadership in Organizations (7th ed.). New York, NY: Prentice Hall  
 153 
 
Appendix A 
Recruitment Letter Sample Form 
 
Dear Mr./Mrs./Dr./     , 
 
 I would like to introduce Mr. Chris Najera, Director of Information Technology at 
Willdan Group Inc., and a doctoral candidate in Organizational Leadership at Pepperdine 
University. Mr. Najera is a conducting a study about MBA stakeholder perceptions of 21st 
century management and leadership. I have identified you as a prospective candidate for this 
study. 
 
The purpose of this study is to identify criteria for a new model MBA. Building off of a similar 
study completed in 2010 at Harvard, this study seeks to define the skills, capabilities, and 
techniques that are central to the practice of 21st century management, and the values, attitudes, 
and beliefs that should be part of a 21st century leader’s world-view and professional identity. 
 
The population of this study will include between six and 15 participants from three MBA 
stakeholder groups: MBA graduates, MBA faculty, and MBA graduate recruiters. Participants 
will have a direct or indirect association with five Southern California business schools as 
follows: A. Gary Anderson Graduate School of Management (AGSM) at the UCR School of 
Business Administration; UCLA Anderson School of Management; Graziadio School of 
Business and Management at Pepperdine University; USC Marshall School of Business; and 
Paul Merage School of Business at UC Irvine. (The indirect association applies to MBA graduate 
recruiters who may be sourcing job-candidates from any of the afore mentioned business 
schools). 
 
The scope of involvement for study participants is a face-to-face interview, which will last 
approximately 30 minutes. If you are interested in being a part of this study or would like to 
know more information, please respond directly to me, [Insert Research Assistant Name]. I can 
arrange possible dates, times, and locations. 
 
Please know that study is strictly voluntary. 
 
Thank you, 
 
[Research Assistant Name] 
[Contact Info] 
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Appendix B 
Informed Consent Sample Form 
Consent to Participate in Research 
Identification of Investigators & Purpose of Study   
You are being asked to participate in a research study conducted by Mr. Christopher Najera 
from Pepperdine University.  The purpose of this study is to identify criteria for a new model 
MBA. Building off of a similar study completed in 2010 at Harvard, this study seeks to define 
the skills, capabilities, and techniques that are central to the practice of 21st century 
management, and the values, attitudes, and beliefs that should be part of a 21st century leader’s 
world-view and professional identity. This study will contribute to the student’s completion of 
his doctoral dissertation. 
Research Procedures 
Should you decide to participate in this research study, you will be asked to sign this consent 
form once all your questions have been answered to your satisfaction.  This study consists of an 
interview that will be administered to individual participants at a location of their choosing in 
Southern California.  You will be asked to provide answers to a series of questions related to 
your perceptions of 21st century management and leadership. Audio will be recorded during the 
interview 
Time Required 
Participation in this study will require 30 minutes/hours of your time. 
Risks  
The investigator does not perceive more than minimal risks from your involvement in this study. 
Besides the time taken to contribute to the study, the location of the interview will be a place of 
your choosing. 
Benefits 
While there are no direct benefits to the participant for participation, the benefits of this research 
as a whole are as follows: adds to the existing body of management and leadership knowledge, 
presents ideas for a new model MBA, and provides an approach and pathway for other 
researchers seeking to perform a similarly structured study. 
Confidentiality  
The results of this research will be presented at Mr. Najera’s final dissertation defense, and will 
be published in a national dissertation database.  The results of this project will be coded in such 
a way that the respondent’s identity will not be attached to the final form of this study.  The 
researcher retains the right to use and publish non-identifiable data.  While individual responses 
are confidential, aggregate data will be presented representing averages or generalizations about 
the responses as a whole.  All data will be stored in a secure location accessible only to the 
researcher.  After 5 years from the completion of the study, all information that matches up 
individual respondents with their answers will be destroyed. 
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Participation & Withdrawal  
Your participation is entirely voluntary.  You are free to choose not to participate.  Should you 
choose to participate, you can withdraw at any time without consequences of any kind. You may 
also refuse to answer any individual question without consequences. 
Questions about the Study 
If you have questions or concerns during the time of your participation in this study, or after its 
completion or you would like to receive a copy of the final aggregate results of this study, please 
contact: 
Researcher     Faculty Advisor 
Mr. Christopher Najera   Dr. June Schmieder-Ramirez 
GSEP - EDOL    GSEP - EDOL 
Pepperdine University   Pepperdine University 
canajera@pepperdine.edu    Telephone:  (951) 609-4975 
jschmied@pepperdine.edu 
Questions about Your Rights as a Research Subject 
Kevin Collins 
Manager, GPS IRB and Dissertation Support 
Pepperdine University 
6100 Center Drive, 5th Floor  
gpsirb@pepperdine.edu 
Giving of Consent 
I have read this consent form and I understand what is being requested of me as a participant in 
this study.  I freely consent to participate.  I have been given satisfactory answers to my 
questions.  The investigator provided me with a copy of this form.  I certify that I am at least 18 
years of age. 
 
 I give consent to be (video/audio) taped during my interview.  ________ (initials) 
______________________________________     
Name of Participant (Printed) 
 
______________________________________    ______________ 
Name of Participant (Signed)                                   Date 
______________________________________    ______________ 
Name of Researcher (Signed)                                   Date 
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Appendix C 
Interview Procedural Guide (Sample) 
 
Part 1 – Introductions 
 Interviewer: “Hello my name is Chris Najera. Thank you for taking the time to participate in this study 
about your perceptions of 21st century leadership and management from a [INSERT SAMPLE 
TITLE]’s perspective. Throughout this guided interview I will be posing questions related to the topic 
of this study; as noted I am interested in your perceptions so please feel comfortable sharing your full 
opinions and thoughts. If at any time you would like to stop this interview you can. If at any time you 
would like to change a response, or would like for me to delete a response (from my digital recorder, 
or from my notes) I will do so following the conclusion of the interview. I promise to keep all 
responses strictly confidential and will not add any personally identifying information to the data that I 
collect in this interview. Do you have any questions or objections before we begin?”  
Part 2 – Definitions 
 Researcher: “I am now going to provide you with some basic definitions related to the topic at hand. 
You are free to make use of these definitions if you feel as though they will help you articulate some of 
the responses or thoughts that you share. You can also discard these definitions at any time if you do 
not find them useful” 
 Definitions to be provided to study participants: 
o Skills: the ability to do something in an effective manner 
o Capabilities: possessing the attributes (as physical or mental power) required for performance 
or accomplishment 
o Techniques: the methods used to accomplish a desired aim 
o Values: Internalized attitudes about what is right and wrong, ethical and unethical, moral and 
immoral 
o Attitudes: a feeling or emotion toward a fact or a state 
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o Beliefs: a conviction of the truth of some statement or the reality of some being or 
phenomenon 
o World-view: A world-view is a set of subjective presuppositions and assumptions which an 
individual, group, or culture holds about the basic constitutions of reality, and serves as the 
framework through which an individual, group, or culture interprets the world and interacts 
with it 
o Professional Identity: a socialization outcome that encompasses an emerging sense of 
professional self which is shared by members of the profession; socialization activities 
directed toward the development of professional identity are not always undertaken in a 
conscious manner 
Part 3 – Variable and Context Questions  
Guided Question Intent 
Related Research 
Question 
“How do you think the definition of 
management has changed over the last 
20 years, if at all?”   
Establish definitions around the management and 
leadership in today’s business environment; 
establish definitions around the constructs skills, 
capabilities, techniques, values, attitudes, and beliefs 
R1 
“How do you think the role of the 
manager has changed over the last 20 
years, if at all? What does the role look 
like now?”   
Establish definitions around the role of the manager 
in today’s business environment; establish 
definitions around the constructs skills, capabilities, 
techniques, values, attitudes, and beliefs 
R1 
“What does the practice of management 
look like in the 21st century?” 
Establish definitions around the practice of 21st 
century management; establish definitions around 
the constructs skills, capabilities, techniques, values, 
attitudes, and beliefs 
R1 
“What would you say is the main 
difference between a leader and 
manager, if any?” 
Establish definitions around the constructions of 
leadership and management, or leader and manager; 
establish definitions around the constructs skills, 
capabilities, techniques, values, attitudes, and beliefs 
R2 
“Who is an example of a current 
business leader that you admire and 
why?”   
Establish definitions around positive leadership and 
management styles; establish definitions around the 
constructs skills, capabilities, techniques, values, 
attitudes, and beliefs 
R2 
“Are there current business leaders that 
you don’t admire? If so, why not?” 
Establish definitions around negative leadership and 
management styles: establish definitions around the 
constructs skills, capabilities, techniques, values, 
attitudes, and beliefs 
R2 
“What kind of knowledge do managers 
need to have to be successful in today’s 
business environment?”   
Generate a list of skills R1 
“Are there particular attributes that high 
performing managers possess that are 
giving them an advantage in today’s 
business environment?”   
Generate a list of capabilities R1 
“What sort of approaches are the highest 
performing managers using to achieve 
results?” 
Generate a list of techniques R1 
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Guided Question Intent 
Related Research 
Question 
“Is there a particular ethical framework 
that you think is particularly helpful in 
today’s business environment? If so, 
why do you feel this way?” 
Generate a list of values R2 
“Earlier you mentioned a leader that you 
admire. How do you think he/she might 
react to a sudden catastrophe?”   
Generate a list of attitudes R2 
“Earlier you mentioned a leader that you 
admire. How does he/she influence 
his/her followers for the better?” 
Generate a list of beliefs R2 
 
Part 4 – Conclusion 
Researcher: “Thank you again for participating in this study. I will transcribe your responses and send you a copy. If 
there are any aspects that are not factual or that you feel misrepresent your thoughts and opinions please let me 
know. As stated earlier you can opt out of this study at any time; if you do your contributions will be removed from 
this study’s dataset and destroyed. ” 
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Appendix D 
Matrix for Study 
 
Research Questions, Data Source, Researcher, and Study Analysis Matrix 
Research Questions Data source By Whom Statistics or study analysis 
1.  How do MBA program 
stakeholders—MBA faculty, 
employed MBA graduates, and 
MBA graduate recruiters—
describe their perceptions of the 
skills, capabilities, and 
techniques that are central to the 
practice of 21st century 
management? 
Semi-structured 
interviews 
Researcher Qualitative case method: 
thematic analysis and 
coding  
2. How do MBA program 
stakeholders—MBA faculty, 
employed MBA graduates, and 
MBA graduate recruiters—
describe their perceptions of the 
values, attitudes, and beliefs that 
should be part of a 21st century 
leader’s world-view and 
professional identity? 
Semi structured 
interviews 
Researcher  Qualitative case method: 
thematic analysis and 
coding 
3. According to a review of five 
well-regarded Southern 
California MBA programs what 
are the common curricula, which 
are considered best-practices? 
MBA program 
documents (retrieved 
from program websites) 
Researcher Qualitative case method: 
thematic analysis and 
coding 
4. What is a new model for an 
MBA Program considering the 
input of research questions one 
through three? 
Data gathered in 
research questions 1–3 
Researcher Analysis of all data 
received in the study 
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Appendix E 
Overview of NVivo 10 Software 
 
Website: http://download.qsrinternational.com/Resource/NVivo10/nvivo10-overview.pdf 
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Appendix F 
Constructs Definitions List 
 
Skills Definition, Explanation, or Context 
Interpersonal “People skills”; can work and communicate well with others 
Technical Knows the specifics of the job or the task 
Leadership Can lead change 
Conceptual Can “think on the fly”; can think analytically 
Introspective “The leader knows himself”; “the leader looks inside” 
Creative Self-explanatory 
Charismatic Self-explanatory 
 
Capabilities Definition, Explanation, or Context 
Relatable 
“Can get along with others, and others can get along with you”; “people 
get you, and you get them” 
Transformative 
Influencing followers to be intrinsically aligned with the vision of the 
leader 
Empathetic Self-explanatory 
Systematic Leadership approach is structured and thought out; planned 
Adaptive Self-explanatory 
Transactional 
Leadership approach is based on a “quid pro quo” approach to follower 
motivation  
Big Picture View Look at a situation, operation, or organization from all levels 
Logical Self-explanatory 
Courageous Self-explanatory 
Self-Improving Self-explanatory 
Resilient Self-explanatory 
Responsive Responsive to others; moves things along rapidly 
Knowledgeable Self-explanatory 
Good Listener Self-explanatory 
Resolute Steadfast 
 
Techniques Definition, Explanation, or Context 
Collaborate Working with and amongst teams 
Consistency “Staying the course” 
Evaluate Analytical in approach; “data driven” 
Strategic Planning Self-explanatory 
Develop Developing and cultivating one’s self, and others, for the better 
Diversify Bringing in new ideas, approaches, frameworks, or methods  
Risk Taking Self-explanatory 
Transform 
Helping to transform others, as in a “transformational leader/follower 
relationship” 
Involvement 
Getting into the details; showing that, as the leader, you care to get 
involved in at all levels 
Openness Self-explanatory 
Retrench Willing to turn-back if the path one has taken is not the right path 
Simplify Reduce complexity in the organization 
Networking Network and connect with others 
 
Values Definition, Explanation, or Context 
Honesty Self-explanatory 
Integrity Self-explanatory 
Empathetic Self-explanatory 
Caring Self-explanatory 
Respectful Self-explanatory 
Supportive Self-explanatory 
Altruistic Self-explanatory 
Patient Self-explanatory 
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Attitudes Definition, Explanation, or Context 
Calm Self-explanatory 
Open Open-minded, open to new ideas 
Reflective Self-explanatory 
Humble Self-explanatory 
Centered Assured of one’s self; “comfortable in your own skin” 
Engaged Present of mind and body; participating with others 
Hardworking Self-explanatory 
Inspirational Self-explanatory 
Optimistic Self-explanatory 
Enthusiastic Self-explanatory 
Positive Self-explanatory 
Flexible Not rigid in thinking or approach  
Assertive Self-explanatory 
Friendly Self-explanatory 
 
Beliefs Definition, Explanation, or Context 
Doing the right thing is more important 
than the bottom line 
Self-explanatory 
People are important and must be valued Self-explanatory 
Followers perform better when they 
respect their leader 
Self-explanatory 
Total agreement is not necessary to be 
effective 
Self-explanatory 
Clarity of vision is key Self-explanatory 
Learn from your mistakes Self-explanatory 
Everyone should know themselves Self-explanatory 
The truth hurts! Self-explanatory 
Everyone must be managed differently Self-explanatory 
Collaborative decision making doesn't 
have to be a drawn out process 
Self-explanatory 
Leaders must be global in thought Self-explanatory 
Followers need to trust their leader Self-explanatory 
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Appendix G 
IRB Approval Letter 
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Appendix H 
New Model MBA Program 
Year 1 
Fall Quarter Winter Quarter Spring Quarter 
Management 
Finance 
Accounting 
Information Systems 
Statistics 
Management 
Economics 
Accounting 
Marketing 
Elective 
Organizational Behavior 
Leadership 
Information Systems 
Elective 
Elective 
Summer Session  
I 
Internship – Domestic Company (For Profit) – Project Required 
Year 2 
Fall Quarter Winter Quarter Spring Quarter 
Finance 
Marketing 
Information Systems 
Creativity 
Statistics 
Information Systems 
Leadership 
Political Science 
Creativity 
Entrepreneurship 
Elective 
Summer Session 
II 
Internship – Domestic (Non Profit) – Project Required 
Year 3 
Fall Quarter Winter Quarter Spring Quarter 
 
Field Work: 
Global Location 1 
 
 
Field Work: 
Global Location 2 
 
 
Field Work: 
Global Location 3 
 
 
The sample new model MBA is a 3-year program. The courses listed within each quarter are the 
general course-categories identified in this study; additional courses have been added that may 
address some aspects of the deficiencies identified in this study. For example, students take an 
organizational-behavior course in the Spring Quarter in year 1 to address the deficiency of being 
relatable (among many other expected learning outcomes). Defining actual course content and 
learning outcomes is out of scope for this example. The program also consists of three (3) 
different types of field-work as follows 
1. At the end of year 1, students would be required to successfully complete a summer 
internship at a for-profit company, which would allow students to hone quantitative skills 
learned during year 1. A project with the organization would be required. 
2. At the end of year 2, students would be required to successfully complete a summer 
internship at a non-profit company, which would allow students to hone creative skills and 
transformative capabilities gleaned during year 2. A project with the organization would be 
required. 
3. Year 3 would entirely consist of fieldwork in three distinct global locations. The locations 
chosen would focus on particular interpersonal learning experiences such as empathy, 
diversity, respect, care for others, or humility. As an example, in the Fall Quarter, students 
might work on a project focusing on clean water in Sudan – the focus of the trip may be to 
help the students develop empathy and care for others. Students would work with local 
peoples to identify resources necessary for project success, while interacting and living 
amongst the native people in a practical setting. 
